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ABSTRACT
VOLUNTEER FIELDWORKER MOTIVATION IN RURAL DEVELOPMENT:
A CASE STUDY FROM INDONESIA
SEPTEMBER 1985
ZULKARNAIN
B. A.
,
IDIP Yogjakarta
Drs. IKIP Yogjakarta
M.Ed., University of Massachusetts
Ed.D., University of Massachusetts
Directed by: Professor Robert J. Miltz
Community participation has played an important role in rural
development in Indonesia for many decades. Recently, the Indonesian
government has established a new approach of integrated rural develop-
ment. Volunteer rural cadres, who are villagers selected to work with
other villagers in planning, implementing and evaluating village devel-
opment programs, are a key element in Indonesia's new development
strategy. However, the performance of these cadres is still far below
levels of expectation.
This dissertation explores and examines factors affecting volun-
teer f i el dworkers 1 motivation and recommends approaches for improving
their support and commitment to development programs by manipulating
the psychological benefits that accrue from volunteering.
Volunteer support and commitment is considered a dependent factor
in this study, while expectations, organizational climate,
reward
system and training are considered independent factors. Other bio-
demographic factors (sex, education, marital status, occupation, age,
family income, and family size) are examined to see if these factors
significantly correlate with independent and dependent factors listed
above.
Ex post facto and semi -expl orati ve research is the research
methodology employed in this study. Five months of intensive inter-
viewing (semi -structured and unstructured), observation and documenta-
tion were eonducted in two field sites. Subdistrict, district,
provincial and relevant national officers were also interviewed to
collect information and data needed for this study. Central tendency,
shi-square, Pearson's correlation, and regression techniques are
employed to examine the tendency of the data, and to determine the
degree of correlation among the factors discussed above.
The main finding in this study is that these independent factors
interact with and significantly contribute to volunteer support and
commitment; acting alone, only organizational climate appears as a key
factor that significantly predicts volunteer support and commitment.
All independent factors and dependent factors seem to be correlated
with each other. Roles, functions, and leadership style of village
heads and subdistrict administrators seem to be the key elements in
improving RDCs
'
performance, support and commitments in village
development programs.
The research procedure employed in this study seems to be
most
v i i i
appropriate for a study which uses respondents with relatively low
levels of education and little experience in rural development.
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CHAPTER I
INTRODUCTION
Purposes and Urgency of the Study
Volunteer action and community participation is one of the most
important elements in community development programs (Robert, 1982;
Mosher, 1976; Smith, 1980; Dunham, 1963). The importance of volunteer
action and volunteers can be viewed from political, economic, social,
psychological and educational perspectives. In a democratic system,
the qualification for volunteer action and participation is simply a
high level of commitment; and volunteering can offer many experiences
necessary for development of democratic values (Rainman and Lippitt,
1975, p. 15). From a community development and economic point of view,
volunteer action can provide contributions to the community, government
or individuals by meeting their needs which otherwise may not be
obtainable through available budgets, resources, or activities
(Stanzel and Feeney, 1976, pp. 15-16; Rainman and Lippitt, 1975, p. 27).
In the social perspective, volunteers may take important roles in
providing services along with professionals (Rainman and Lippitt, 1975,
p. 23). In the psychological perspective, volunteering may offer many
aspects or psychological health and self-satisfaction for both volun-
teers and clients or community members. In education, volunteers have
played important roles, especially in youth programs whiui may offer
benefits to both volunteers and clients in their personal development.
1
2Volunteer participation in community development has played
important roles from several different perspectives. In Indonesia,
gotongroyong" or mutual help has become the way of life of its people
for many centuries. "Gotongroyong" as a form of community participa-
tion has become a pillar of community development strategy and
democracy.
Even though many studies have been conducted on volunteers and
volunteer services in Western countries, little research has been
done on volunteers motivation and participation in rural development
programs in Indonesia. Most rural development programs in Indonesia
are very much dependent upon the participation of the people and
volunteer fieldworkers in rural areas. Therefore, the study of
volunteer fieldworkers in rural community development will first of all
be very useful to policy makers, admi ni strators
,
planners or coordina-
tors of rural development programs at all levels. Second, the results
of this study will be useful to other researchers who are interested
in rural development, especially motivation and participation of
volunteer workers.
The purpose of this study is to (1) examine the factors affecting
support and commitment of volunteer rural development cadres (RDCs);
(2) explore and examine the psychological benefits and factors
resulting from volunteering in rural development programs and
activities; and (3) explore approaches to increasing RDCs' motivation,
support and commitment by manipulating factors affecting the motivation
and satisfaction of RDCs as volunteers.
3Problems of the Study
Village level development bodies, which are called Lembaga
Ketahanan Masyarakat Desa (LKMD) or Village Community Endurance
Council, were established by presidential decree in 1980 (Number 28,
1980). The purpose of LKMD is to involve and empower the villagers
or communities to plan, to carry out and to evaluate rural development
programs to meet the needs of the community. The LKMD's aim is to
support the government in equipping and accelerating rural development
programs through organizing villagers.
The members of LKMD are volunteers. To support the LKMD in
gaining their objectives, as many as ten rural development cadres
(RDCs) have been assigned for every village. Therefore, in about
66,159 villages (Biro Pusat Statistik, 1983), there will be about
661,590 RDCs. These RDCs have different background in terms of
education, ethnic group, experience, occupation, etc. Their ages are
between 18 and 60 years. They may be appointed by village heads or
other government officials or nominated and elected by other fellow
vi 1 1 agers
.
The RDCs are volunteers, and therefore receive no payment for
their work and services. RDCs are not biologically determined,
economically necessitated, or politically compelled to be volunteers
(Harman, 1982, p. 25); however, they may n,bi psychological satisfaction
from volunteering (Routh, 1972, p. 2). To maintain villagers' and
RDCs' participation in rural development programs and to spread the
idea of "bottom-up planning" at the village level, the government has
4developed guidelines for government officials engaged in the programs
at all levels and for RDCs in conducting their roles and functions.
The government also provides the support and training to help
the RDCs exercise their roles and functions. By February 1984, about
13,789 RDCs had been trained. For other supporting components, the
government has also provided training to providers of RDC technical
assi stance--government extension service officers such as agricultural
agents and local public work department engineers (3,685 participants);
orientation training for village heads and subdistrict admi ni strators
(2,040 participants) to district level RDC trainers (271 participants);
provincial trainers (469 participants); and national trainers (23
participants) (see Table C-l). The training will be conducted until
RDCs have been established in all villages in Indonesia, which will
take another 3-4 years.
However, the performance of the RDCs are still far from expecta-
tions. Some RDCs are very active. Most, however, are still either
inactive or cease functioning soon after training. Unfortunately,
there are no complete and adequate data to evaluate the activities of
RDCs. From case studies conducted in nine subdistricts (Hartati
Suradiyono, 1983) that were funded by UNICEF and Direcorate Jendral
Pembangunan Desa, and from preliminary observations in few villages
in South Sumatra and Java, it was found that most RDCs were not
functioning as they were supposed to be.
^ Seven of the national trainers had been trained at the
University of Massachusetts for three months funded by UNICEF.
5Much research has been conducted about the performance of workers
in the work place, which relate to volunteers. Freeman (1978) states
that
:
1. There are many variables which influence an individual's
personal needs and job performance and these include
factors within the work environment.
2. The organi zati on must provide a structure to meet the
individual needs in order to create a satisfying climate
for the individual
.
When the individuals feel satisfied, there is probability
that the goals of the organization will be attained, (p. 4).
This dissertation argues that the performance, support and commitment
of the RDCs will be very much affected by the same factors that affect
business organizations where expectations of economic, political or
biological benefits are not the main reasons for volunteering. Instead,
psychological benefits will influence the support and commitment of
RDCs. Therefore, it is assumed that the psychological benefits and
satisfaction directly relate to the level of RDC support and commit-
ment.
A classical question dealing with the volunteer support and
commitment is why a- volunteer supports or does not support particular
programs or organizations, including village programs and activities.
The answer to this question may appear in different perspectives. The
question can be broken down to many sub-questions and problems that
may require tremendous amounts of research.
In this dissertation the questions or problems that are focused
on are:
61- /Jhat
i actors affect support and commitment of volunteer
f i el dworkers in rural development programs?
What are possible approaches to increase the support and
commitment of RDCs or volunteer fieldworkers by manipulating
the environment in which they work?
The first question is discussed in more detail as follows:
a. Are there internal factors affecting volunteer fieldworkers 1
support and commitment in rural development programs? And to
what extent do the factors correlate with each other?
b. Are there external factors affecting volunteer support and
commitment in rural development programs? And to what extent
do the factors correlate with each other?
More specifically, the questions are:
(1) Does volunteer f iel dworkers
' satisfaction and perception
of organizational climate affect their support and commit-
ment?
(2) Does perception of a reward system affect volunteer
support and commitment? And to what extent?
(3) Does volunteer fieldworkers 1 response to the training
they receive relate to their support and commitment? And
to what extent?
(4) Do these factors relate to each other, and to what extent?
The second major • .on upon which this study focuses is
elaborated as follows:
7a.
-(hat is the suitable organizational climate or work environ-
ment for volunteer fieldworkers in the specific field of
rural development in Indonesia?
What training system is effective for increasing volunteer
fieldworkers' support and commitment in the field of rural
development in Indonesia?
c. How can the reward system for Indonesian rural development
volunteers best be managed?
Basic Assumptions
There are some basic assumptions that underlay the theoretical
framework of this study.
1. People exert effort to satisfy their needs (Maslow, 1970).
2. Behavior is governed by reward and punishment (Skinner, 1938;
Franken, 1982).
3. Human beings want to be paid fairly for their services
(Adam, 1963; Franken, 1982).
4. Any mismatch between outcomes and expectation is assumed to
produce job dissatisfaction (Franken, 1982, Discrepancy
model )
.
5. The assumptions of Theory Y.
(1) The expenditure of physical and mental effort in work is
as natural as play or rest.
(2) External control and threat of punishment are not the
only means for bringing about effort toward organizational
objectives. Man will exercise sel f-direction and self-
control in the service to which he is committed.
8(3) Commitment to objectives is a function of the rewardsassociated with their achievement.
(4) The average human being learns, under proper conditionsnot only to accept but to seek responsibility
(5) The capacity to exercise a relatively high degree ofimagination, ingenuity, and creativity in the solution of
organizational problems is widely, not narrowly
distributed in the population.
(6) Under the conditions of modern industrial life, theintellectual potentialities of the average human beinq
are only partially utilized (McGregor, 1960, pp. 47-48).
The assumptions are not employed separately in developing theory, but
they are employed compl ementari ly as a basic theoretical framework.
Research Procedure
Research was mainly conducted in the field to gather data in a
natural situation (ex post facto research). Also, to a certain degree,
it was exploratory research conducted to discover factors which may be
tested or replicated by others who are interested in maximizing use of
volunteer fieldworkers by manipulating the factors.
Field Sites and Population
The field sites of this study are rural villages representing
three types and levels of village development, as determined by the
Indonesian government: "desa Swasembada"--devel oped villages or self-
support villages; swakarya"--vi 1 lages in transition or self-help
villages; and "desa swadaya"--tradition-bound villages. All villages
in this study had RDCs who had been trained at different activities.
Among the 3,517 subdistricts in Indonesia, subdistrict Ngaringan,
9district of Grobogan in Central Java, was selected and considered the
most suitable field site for this study, and subdistrict Kasembon in
the district of Malang in East Java was selected as a comparative
case for this study (see Maps 5 and 6).
The population of this study is 120 RDCs in 12 villages in
Ngaringan and 24 RDCs in 3 villages in Kasembon. Forty respondents in
Ngaringan or 33.3% were selected as the sample for the Ngaringan case
and 24 or all RDCs in Kasembon were considered for the Kasembon case.
Factors Tested
support and commitment of RDCs in village development programs
and activities were considered the dependent factor in this study,
independent or predictor factors of support and commitment consist
both of internal factors and external factors. The internal factor
which is explored and tested in this study is a certain aspect of
Maslow's motivation theory and transcendental needs. The external
factors are limited to the following organizational factors: organiza
tional climate, reward system and training. The external factors are
discussed in terms of how the RDCs perceive and feel about the
organizational factors.
Bio-demographic factors such as sex, age, marital status.
occupation, family size, family income, education are explored briefly
if hey significantly correlate with other factors.
10
Hypotheses
Some hypotheses were formulated to guide the research for this
dissertation. As the study proceeded, further hypotheses emerged, and
these are also tested and conclusions are drawn about them in this
di ssertati on
.
Data Collection Techniques and Procedures
One main technique, supplemented by three other techniques, is
employed in this study. The main technique, semi
-structured inter-
views, was employed to collect in-depth information from 64 RDC
respondents. Unstructured interviews were employed as a supplemental
technique to obtain information mainly from 12 village heads in
subdistrict Ngaringan and 6 village heads in subdistrict Kasembon,
6 subdistrict admi ni strators and staff from Ngaringan and Kasembon,
6 community development officials and staff from districts of Malang
and Grobogan, and 2 community development officials of Central Java
province
.
Observations were made to obtain information about non-verbal
communication responses (e.g. facial expression, tone of voice) that
supplement verbal responses of respondents during interviewing, village
development activities, and other contexts in which RDCs work.
Documentation relating to RDC's activities and programs in field sites
was obtained from the Office of Di rectorate-General of Community
Development, Directorate of Community Development of Central Java
Provice, District Offices of Community Development in Grobogan and
Malang, subdistrict offices in Ngaringan and Kasembon, Community
11
Development and Nonforma 1 Education Division of UNICEF and Directorate
General of Rural Development in Jakarta.
Briefly, data collection was conducted by the following steps:
first, selecting field sites by considering data from available
documents; second, preparing field sites; third, training research
assistants; fourth, collecting data including preliminary testing and
revision of instruments; classifying and analyzing data. All activi-
ties were conducted in the field by five research assistants under
control and supervision of the researcher. The research assistants
were also involved in village development activities during the
research period. Tape recorders were also used to record the inter-
viewing process.
Data Analysis
Data are analyzed qualitatively and quantitatively. Central
tendencies (means, mode and percentage) chi-square, correlation and
multiple regression are the main techniques to analyze the quantitative
data obtained.
Limitations of the Study
The limitation of this study center on the following two issues.
Problem of Generalization
Conclusions drawn from the study can not be generalized to the
entire country since the cultural, social, and economic context of RDCs
from one or two subdistricts might not adequately represent the ethnic
12
and geographical diversity of the Indonesian people. However, the
results of this study may be useful for establishing hypotheses which
may form the basis for wider research in the future. And, even these
limited conclusions should be useful for decision makers, planners, and
administrators of community development programs in Indonesia.
Validity and Reliability
i he validity of the research instruments was in terms of construct
validity and logical analysis. Reliability was tested by using the
instruments simultaneously with six randomly selected respondents,
ihe results of the preliminary interview were discussed by researchers
to find the items or questions which were misunderstood, inapplicable,
or i nappropri ate to research objectives, and the instruments were
revised accordingly.
Termi nol oqy
Some terms which will be frequently used in this dissertation
are listed and defined below.
Rural, Village or Community Development Programs
Rural development is "...a process of socio-economic transforma-
tion that is semi
-autonomous and can take place with or without any
specific measure by government or any outside agency" (UNDP, 1979,
p. 12). It may include physical, educational, economic development,
etc. The rural community development program focuses on community
participation and efforts in planning, implementing, or evaluating
13
programs and projects to meet community needs.
effective use of Volunteer Fieldworkers
Eifective use of volunteer fieldworkers means maximally mani-
pulating external factors affecting the psychological satisfactions
or benefits gained by volunteering.
Volunteer Fieldworkers
Volunteer fieldworkers are persons who work with or help rural
communities in planning, implementing and evaluating village develop-
ment programs or projects voluntarily. They work with or help
villagers without being economically benefited or politically compelled.
Rural Development Cadre (RPC )
RDC is a volunteer fieldworker who is recognized or assigned by
the government and selected by the local rural villagers or appointed
by a village head. The RDCs are components of LKMD (see below) who
function to assist LKMD and village administration in planning,
implementing and evaluating village development program and projects.
Lembaga Ketahanan Masyarakat Desa (LKMD )
LKMD is the Community Endurance Council. It is a community
council at the village level which is established by and for the
villagers, and is a vehicle of community participation in development
programs and projects.
14
Organization of the Study
This dissertation consists of eight chapters.
Chapter I, Introducti on, di scusses briefly: (1) the purposes and
importance of the study for decision makers, planners as well as for
other researchers; (2) the problems of the study; (3) basic assump-
tions underlying the theoretical framework; (4) research procedures;
(5) the limitations of the study stressing issues of generalization,
validity and reliability; (6) some important terminology; and (7) the
organization of this study.
Chapter II, Volunteer Fieldworkers in Rural Development,
addresses the following issues: (1) concepts and approaches of rural
development; (2) citizen involvement in rural development, including
the nature, need, stage, and type of participation; (3) roles and
function of volunteer fieldworkers in rural development including the
cha racteri s ti cs of and obstacles to using volunteer fieldworkers in
rural development.
Chapter III, Determinant and Compounding Factors of Volunteer
Fieldworker Support and Commitment in Rural Development Programs and
Projects, addresses the following: (1) determinant factors of indivi-
duals and group behavior; (2) internal factors affecting support and
commitment of RDCs and covering expectations based on needs of RDCs
;
(3) external factors affecting support and commitment of RDCs,
including organizational factors (organizational climate, reward
system and training); and (4) bio-demographic factors such as
compounding factors and their relationship to other factors.
15
Chapter IV, Research Procedure and Methodology, discusses in more
detail: (1) the procedures followed in selecting field sites; (2) the
population and sampling technique employed in choosing individuals for
samples; (3) research design, factors and their measurement or rating;
(4) main hypotheses directing research activities; (3) data collecting
techniques and procedures employed; and (6) data classification and
analysis
.
Chapter V, Volunteer Fieldworkers 1 Activities, Support and Commit-
ment and Its Context, discusses the findings of the study relating to:
(1) geographical, social and cultural context of RDCs
; (2) the
activities of RDCs; and (3) degree of support and commitment of RDCs.
Chapter VI, Determinant and Compounding Factors of RDCs' Support
and Commitment, presents the analysis of data collected and its results
concerning: (1) compounding factors; (2) determinant factors; and
(3) interpretation.
Chapter VII, Research Implication, discusses possible and
alternative approaches in: (1) recruiting and selecting potential
volunteer fieldworkers in Indonesia; (2) developing alternative
training systems and techniques for RDCs and other support components;
(3) improving organizational climate; and (4) managing reward system.
Chapter VIII, conclusion, focuses on: (1) summary of strengths
and weaknesses of research activities; (2) general comments and summary
of the findings; and (3) general recommendations for following up
study by making use of volunteer fieldworkers in rural development.
CHAPTER II
VOLUNTEER FIELDWORKERS IN RURAL DEVELOPMENT
ihis chapter discusses the roles of volunteer fieldworkers in
rural development. This involves clarification of the concepts of
community development, rural community development, citizen involvement,
and volunteer f iel dworkers
.
Definitions, Principles and Approaches
of Rural Community Development
Def i ni ti ons
The definition of rural community development incorporates the
concepts of community, development, community development, and rural
community development. These terms have been argued among social
scientists, anthropologists, and community development practi tioners
for many decades. The discussion in this chapter focuses on these
concepts, upon which this study is based.
Community
. Cary (1970) uses the term community in referring to
the people who live in some spatial relationship to one another and who
share similar interests and values (p. 2). Robert (1979) writes that:
In certain circumstances, in certain countries, where rural
life revolves around villages that are relatively demarcated,
communities may be defined in a geographical way, but geography
is not the important factor; the common interests, problems, and,
therefore, objectives of the village peopl e--objecti ves of better
production, methods, better marketing, better living t^ndards,
etc. --are what is important in identifying the community (p. 26).
Alehin and Decharin (1 979) look at community as an ecosystem which
incl udes human components, natural components, and manmade components
16
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(Blakely, 1979, pp. 85-92). The way they discuss the community as an
ecosystem is very useful in assessing community problems and
approaches. I believe that it is a system that consists of components
which are interrelated and which interact in producing community
structure, action and change.
The basic aspects of a community can be described in terms of
(1) personal relationships; (2) shared values, interests and objec-
tives, (3) particular geographical boundaries; and (4) cultural
boundaries. Personal relationship, the first aspect of community,
results in communication; whether the community is urban or rural
,
community members must communicate with each other (Robert, 1979,
p. 28). The communication may not necessarily be done face to face,
but may occur in different ways, such as by telephone. Communication
may determine the size of the community. In a country where there
are many channels of communication, one community can be very large
in size, both in terms of population and geographical area. In some
countries, controls of communication becomes very important both in the
formulation and the control of community activities. In these circum-
stances, the community may be relatively small.
The second important aspect of the concept of community is sharing
values, interests, and objectives. People who live in the same
village, town or city do not necessarily share the same values,
interests, and objectives. Likewise, people who l^vf- in different
villages, towns, and cities may share the same values, objectives, and
interests despite their geographical separation. For example, Muslims
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in Indonesia who live in different islands may not be able to communi-
cate with each other in a common language. Thus, according to the first
aspect of community discussed above, they would not necessarily be
considered a community. However, in the sense that they share common
objectives, values, and interests, they do, in fact, constitute a
particular form of community.
he third aspect of community is geographical boundaries.
Robert (1979) states that geographical boundaries are not a necessary
determinant of community (p. 20); however, geographical boundaries are
an important consideration in planning community development programs.
Community development planners should determine very clearly the areas
where the programs will be located. Without determining geographical
boundaries, realistic and reasonable goals cannot be set.
The fourth aspect of the concept of community is cultural
boundaries. Different cultural groups may live within a given geo-
graphical boundary, such as a village or island. Although these
groups may be able to communicate with each other, and may share
certain interests and values (for example, they may value education
and want a new school), their way of doing things or making decisions
may be very different because of different cultural backgrounds. An
awareness and understanding of cultural boundaries is essential for
community development. To understand the culture and lifestyle of
the community at the beginning is important for the success of CD
programs (Coombs, 1980, p. 12).
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Development
. The term development is closely related to the
terms cnange and growth. Connor (1966) states that "change refers to
any difference which occurs in any aspect of a given object over a
period of time (p. 10). Change may occur in planned or unplanned
ways with negative or positive, qualitative and quantitative results.
Further, Connor (1966) describes growth as a "particular form of
change in which a positive and quantitative differences in a given
object occurs over a period of time" (p. 10). Growth is a change
wnicn occurs as the result of a step-by-step process to obtain
specific, positive, quantitative direction and purpose.
Development is a special type of growth that is not merely
quantitative but also qualitative in an object over a period of time.
In this discussion, development does not mean maturation in terms of
human or personal growth (Robert, 1979, p. 34). Development here is
the type described by Murdoch (1980):
Development implies not only aggregate growth but also the
improved welfare of the mass of the people, their population
in an economy that becomes structurally and technologically
richer, and the creation of an economy structured to sustain
future growth and development (p. 171).
Borrowing Alehin and Decharin's (1979) concept of community
development here also refers to the growth of a community as an eco-
system both quantitatively and qualitatively. Development may occur
within the human domain, manmade domain, or the natural domain of the
community. The human domain of thp : mmunit> may include the economy,
social institutions, education, politics, and religion. The manmade
domain may include technology; kind, number, size, condition, functions,
and interrelation
,
etc. The natural domain may include kind, amount.
classification, quality and present uses of living things (Blakely,
1979, p. 87).
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'he purposes and objectives of development cannot be attained
without a planned process. Therefore, development is growth which
occurs as part of a planned process to achieve better conditions both
quantitatively and qualitatively.
Community development
. The term community development can be seen
as a process, a method, a program, or a movement (Sanders, 1970, in
Cary, 1970, pp. 19-27). As a process, community development is viewed
as the growth of community from one stage to another, from one
condition to another condition. Community development is "the process
by which the efforts of the people themselves are united with those of
governmental authorities to improve the economic, social and cultural
conditions of the communities" (see United Nation, 1960, p. 1;
Du Sautoy
, 1964, p. 121; Robert, 1976, p. 175). Mezircw (1960) states
that community development as a process is a "...planned and organized
effort to assist individuals to acquire attitude, skills and
concepts..." (p. 137). Therefore, the concept of community development
as a process includes the following elements: planned and organized
efforts; participation of people and government authorities; and
improved living conditions of the community in stages.
The concept of community development as a method is frequently
used i nterchangeably with com^'nity development as a process (Sanders,
1970, in Cary, 1970, p. 22). Community development as a method is a
means of stimulating the community to obtain better living conditions
(Cary, 1970, p. 21; and Curie, 1963, p. 114).
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The concept of community development as a program refers to a set
or procedures. In a fundamental sense, community development is a
program; that is, it is something that is planned, implemented and
evaluated. All aspects of the program have to be managed and super-
vised by the people. Sanders (1970) mentioned that "...even those who
stress community development as a process or method soon find them-
selves involved in program" (Cary, 1970, p. 23).
Community development becomes a movement when it involves ideology
and provides an emotional charge to programs in the form of values and
goals. According to Sanders (1970), community development tends to
become institutionalized, building up its own organizational structure,
accepted procedures, and professional practi ti oners (Cary, 1970, p. 24).
As a movement, it is intended to promote better living for the whole
community with active participation and initiative from the community
(Robert, 1979, p. 175).
In practice, it is very difficult to distinguish between the
various conceptions of community development. It sometimes resembles
a process more than a movement. In other situations, it appears as a
program rather than a process. However, seen from any perspective,
there are some common elements that almost always appear in defini-
tions of community development:
(1) community as the unit of action; (2) community initiative
and leadership as resources; (3) use of both internal and
external resources; (4) inclusive participation; (5) an
organized, co. .pi ehensi ve approach that attempts to involve
the entire community; and (6) democratic, rational, task
accomplishment. (Cary, 1970, p. 2)
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Arthur Dunham (7960) identified four basic elements of community
development efforts:
(1) a Planned program; (2) encouragement of self-help-
( ) technical assistance, which may include personnel'
equipment, and supplies; (4) integration of various
specialities for the help to the community, (pp. 33-55)
The elements of community development are essential in defining
community development in Indonesia. However, the preceding discussion
said little about the role of government, which is a very important
factor in Indonesian community development and must be included in any
definition of community development in this context. Thus, Indonesian
community development can be defined as planned, organized and compre-
hensive community efforts with necessary outside or government
authority and support in mobilizing local resources to meet their needs
and obtain better living conditions in accordance with national needs
and goals. Under this definition, the government and outside authority
and supports are aimed at helping the community to maximize use of
local resources
,
and also to achieve national goals such as population
control, national integration and unity, etc.
Rural community development
. The term rural community development
implies the implementation of development processes and programs in
rural areas. Many experts in community development identify rural
development with agricultural development. Indeed, agricultural
development is a critical element in the definition of rural community
developmen.. UNDP (1979) defines rural development as "...a process of
soci o-economi c change i nvol vi ng the transformation of agrarian society
in order to reach a common set of development goals based on the
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capacities and needs of people" (p. 1 ). if the element of "socio-
economic change involving the transformation of agrarian society" is
added to the definition of community development presented above,
the basic theme of this dissertation is defined.
Principl es of Rural Community Development
Arthur Dunham (1963) categorized 142 individual statements of
community development principles into 22 general categories as follows
(the number of statements included in each category is listed in a
col umn to the right)
:
1 . Community development is based upon the economic
and social needs of the community 13
2. Community development is concerned with population
--i.e. all groups--of the community 11
3. Community development should start with needs 7
4. Community development should be democratic 5
5. Local community is the basic unit 3
6 . Voluntary cooperation is basic to community
development 8
7. Self-help is basic to community development 11
8. Development of attitudes is basic to community
development 3
9. Community development is basically an educational
process 6
10. Understanding of culture is basic to community
development 6
1 i . Program should be well organized, integrated,
practical, realistic, and flexible 6
12. Community development is part of a national
program 6
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13. Leadership and the roles of employed workers 6
14. Training of personnel
3
15. Importance of local voluntary leadership 5
16. Democratic government and local participation 7
17. Utilization of government and voluntary agencies 7
18. Need for supporting constituency
5
19. Importance of communication
3
20. Adaptation of change to the culture 2
21 . Demonstration of safety of change 2
22. Mi seel laneous
7
Seven statements relating to seven different
topics
TOTAL
142
(PP- 141-142).
The definition of community development formulated in this dissertation
covers these principles explicitly or implicitly. Those principles
that are most relevant to this study are discussed in more detail in
the following sections.
Needs of community
. Community development should be based' upon
the needs of community (Dunham, 1973, p. 141; Coombs, 1980, p. 11;
Nesman, 1981, p. 27; Brager and Purcell, 1967, p. 130; Ronald and
Mars, 1981, p. 29). Psychologist, sociologist and anthropologists
genera 1 ly agree that basic human needs are as follows: (1) physio-
logical needs, (2) security needs, (3) belongingness and love needs,
(4) self-respect/esteem needs, and (5) self-actualization/expression
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needs (Maslow, 1954, pp. 80-92
; ,Nes man, 1981, pp. 29-30). These needs
can be described as felt needs and induced needs. Connor (1966)
illustrates felt needs as being like an iceberg:
Figure 1: Need Analogy
2. Needs felt by the people only, not yet recognized by
development workers.
3. Needs felt by development workers, but not either felt or
unfelt needs of people, i.e., results of the worker's cultural
biases
.
4. Needs not felt by either the people or development workers
at present time. (p. 5)
Community development programs should be based upon the felt needs
of both the people and the development workers (No. 1 in the figure
above). Further, Connor (1966) cites some reasons for the importance
ot felt needs to community development, which are summarized as follows:
1. To recognize and respect individual needs and interest.
2. To respect the culture values of the people.
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To capitalize on the people's awareness of the problem.
4. To enable people to cope with the problem without becoming
distressed
.
5. To endow people with the right to solve problems of their own
choosi ng
.
6. To build confidence and the capacity to cooperate by
providing lessons learned in successful experiences dealing
with felt needs.
7. io distinguish between priorities in terms of time and
importance.
8. To minimize the dependency of the local people and maximize
their self-reliance, (pp. 14 - 17 )
Local participation
. The participation of local people is the
second important principle of community development (it is discussed
in more detail in another section of this chapter). Community
development is concerned with the active participation of all segments
of the community (Dunham, 1963, p. 45; Cary, 1970, p. 3; Coombs, 1980,
pp. 23-23). Furthermore, Dunham (1963) writes that "the extension of
community development is directly related to the nature and validity
of the participation of the people involved in the process" (p. 145).
io attempt to understand the felt needs of the people in a particular
community without the participation of the local people would be very
naive. Participation is undertaken not only for determining the felt
needs of the community, but also because it is the right of the people
to decide in the planning, implementation, and evaluation of every
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single community development program which affects their lives. In
addition, througn participation in community development programs,
community members gain experience in dealing with their own problems
m the future, and thereby decrease dependency on outside support.
Vo lunteer action and pa rticipation
. Community development
programs might be run by government or outside agencies with the
participation of the people. However, there are many instances in
whicn community members have been required or forced by the authorities
to participate in a program. Although this is done in the name of
participation, it is not participation, and it often has the opposite
affect of participation. Such cases occur either because the
authorities want to be autocratic or because they do not know how to
bring about participation democratically, despite their desire to do
so.
Voluntary or democratic participation may occur individually or
in organized groups, with or without the supervision of local govern-
ment officials or outside agencies. The volunteer participants should
be involved in every step of the community development process from
planning to evaluation. The roles of the volunteer in community
development will be discussed in more detail later in this chapter.
Planned, organized, and comprehensive programs . Any community
development programs should be wel 1 -pi anned
,
wel 1 -organi zed and
comprehensive (Cary, 1970, pp. 3-5; Dunham, 1963, p. 134). Failure
to develop a good program will cause other problems in the community
which may affect individuals or government administrations. Failure
to employ the proper methods and processes of organizing community
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development programs may result in overlapping programs, unhealthy
competitions, and wastage of time, money and other available
resources
,
Cary (1970) believes that a truly comprehensive approach is an
ideal that will not be found in real communities, but, as an ideal,
should serve as a goal for which the community strives (p. 4). A
comprehensive approach can be viewed in terms of the decision-making
process in planning, implementing and evaluating programs. The term
also implies inclusive participation. The decision to sponsor
particular programs should be based on the broadest spectrum of
community needs and resources (Cary, 1970, p. 4), thereby involving
the active participation of the community. In terms of the roles of
government, the comprehensiveness of a community development program
should include good coordination of all relevant government sectors
or agencies.
Culture and life style of the community
. Even though Reza Pahlavi
intended to develop Iran and help villagers obtain better living
standards in a relatively short time, he failed and was forced to leave
Iran by his own people. Revolution occurred because he failed to
recognize the culture and life style of the community (see Hossein
Malek, 1981, in Development: Seed of Change
,
1981, pp. 48-50.
According to Dunham (1963), an effective community development program
must be based upon an understanding of the cultural patterns of the
community. Coombs (1980) writes:
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...the first 'Must' for anyone desiring to help the rural
t0 ^ t0 kn °W them~~ t0 appreciate not only their
i
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cumstances and needs but thei> s °ciaipolitical environment; their belief trarii t-i nnc
Psychologica! outlook their me sly
'
’
d “ e
"
dsupon their time and energies (p. 12)1
7 d man
Mutual cooperation (gotongroyong) in most villagers in Indonesia has
been practiced for many centuries as a way of meeting their needs. In
other words, participation is a part of their life, especially in an
Islamic community. The role of religious leadership is very important
in the rural areas. In Indonesia, the success of community development
programs is often based upon traditional modes of cooperation and
participation which are rooted in the life style and culture of the
communi ty
.
Approaches in Rural Community Development
Many approaches have been followed in practicing rural develop-
ment. Nesman (1981) lists 14 approaches to rural peasant development:
(1) the trickle-down approach; (2) the training school approach;
(3) the agricultural short course approach; (4) the experiment station
approach; (5) the demonstration farm approach; (6) the i nfra-structure
development approach; (7) the rural cooperative approach; (8) the
agrarian reform approach; (9) the appropriate technology approach;
(10) the extension education approach; (11) the agricultural communica-
tion approach; (12) the community development approach; (13) the agri-
cultural commune approach; and (14) the revol utionary approach
(pp. 2-4). These approaches seem to be segmental or sectoral
approaches to rural development. The community development approaches
listed here are specific types of methods; method is one of the
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elements of the term community development. These approaches had been
wisely recognized and implemented in the decades before the 1970s.
Some of these approaches are still followed in some places, but others
have been discarded.
Heredero (1977) categorizes rural development approaches in India
as the educational approaches, Gandhian approach, religious approach,
and technological approach (pp. 5-13). Uphoff and Esman (1974)
summarize two rural development approaches based on certain assumptions
about the nature of rural people: (1) paternalistic approach and
(2) populistic approach (pp. xii-xiii). UNDP (1979) discusses rural
development in terms of sectoral approaches and integrated approaches.
There are other ways of discussing rural developing using many
di i ferent perspectives and needs. The following approaches are dis-
cussed next in more detail: integrated versus sectoral approaches;
paternalistic versus populist approaches; and the self-help approach.
Paternalistic approach versus populistic approach .
Paternalistic approach
. The paternalistic approach is based
on the assumption that "...rural people are passive and fatalistic,
uninterested in improving their lives and incapable of initiative in
making improvements" (Uphoff and Esman, 1974, p. xii). It is assumed
that government or other outside specialists know best about the
problems and needs of the people in the village or rural areas. The
government and other specialists, therefore, decide and plan '-'K
should be given to or be implemented by the villagers or by "outside
intervention" (Coombs, 1974).
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In many third world countries, community development programs
are developed on a large scale as part of overall programs which are
conducted by the government. These occur because the major financial
resources come from the government. In Indonesia, national community
development programs are planned by relevant departments (under the
coordination of National or Regional Planning Boards). In many cases,
the villagers are expected to carry out these development projects and
programs
.
In this situation, the participation of the community member is
requested by the village officials or admi ni strators to implement the
given program. The people can contribute ideas for implementing the
plans and solving problems related to the projects. When the programs
are completed, their maintenance and continuation are left to local
government responsibility.
This approach may make government administration very easy. When
the problems need to be solved immediately, this approach can be very
effective in obtaining immediate results for a short time; for example,
with mass immunization in cholera epidemics. For long term results,
however, the effectiveness of this approach is questionable. The
approach makes people more dependent on government or outside support.
The villagers may also feel that it is not their needs that are met
but those of the government or the outsider. The community members may
participate to please the government officials or admi
n
-i strators in
order to get their favor in the future, and to avoid possible trouble
which may occur if they do not participate in the programs. However,
in the long term, this approach is not effective because community
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resources and potentialities may not be maximally utilized, and
maintenance and continuity of the projects and programs are not
usually voluntarily undertaken by the community.
Populistic approach. The populistic approach is the opposite
of the paternalistic ap-proach. It is based on the assumption that
"rural people are vitally interested in change and completely capable
of transforming their communities if only the politicians and
bureaucrats would leave them alone" (Uphoff and Esman, 1974, p. xiii).
|V,°st muslim and other religious communities in Indonesia establish
their own organizations, build their own mosques and schools, and
maintain the results of their efforts. They find their own ways to
meet their needs in obeying God's laws and teaching. They are happy
with their programs and participate without being asked or forced by
government officials. They sacrifice their time, money, and energy
to meet the needs of their community. They voluntarily participate
in developing, implementing, and maintaining the programs and in
evaluating the results.
This shows that rural people are capable of meeting their needs
in the religious community. They are eager to participate in programs
in which they feel a sense of belonging, to be involved in the
decision making process, and to please their God. They know the
objectives, they know the results and they enjoy the activities. The
results are usually very wonderful. Since manv ;uch projects are
concerned with constructing buildings or improving mosques and
churches, the programs do not always immediately improve living
standards economically, which is the concern of most community
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developers. Such programs often are not congruent with national needs
and goals. Also, these activities could be outside government control,
wh i c h might create other problems.
Advantages and limitation of both approaches
. The first
approach, i.e. the paternalistic, is frequently called the top-down
approach, since the programs are decided and developed at top levels of
government. These programs are imposed on rural people, whether or not
the programs meet their real or felt needs. The second approach, i.e.
the populistic, is frequently called the bottom-up approach. Rural
people develop their own programs to meet their own needs. The govern-
ment helps them to implement their own programs.
Both approaches have advantages and limitations. Uphoff and
Eoman
^ 1974) contend that both approaches derive from unreal stereo-
types of rural people who are neither as inert and ignorant as the
first assumes, nor as virtuous and wise as assumed in the second"
(p. xiii). In reality, "...most rural people far from being stupid,
have acquired considerable wisdom through years of struggling for
survival" (Coombs, 1980, p. 24), but they also need help, support, or
supervision from outsiders or the government to solve certain problems
that require skills and resources not available in the village.
Therefore, the top-down or paternalistic approach should be followed to
some degree, especially with problems that require immediate results
over a short time. The bottom-up appr^?. h should be implemented to the
greatest extent possible in order to give rural people opportunities
to decide their own programs, meet their needs, contribute their skills,
ideas or knowledge, and actualize their potentialities. In so doing,
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they can take advantage of their collective wisdom, experience and
village resources- thus
, become more self-reliant.
Sectora l approach versus integrated approach
.
jgctoral approach. The sectoral approach to rural develop-
ment refers to approaches that focus on specific solutions to particu-
lar problems. For example, a family planning program which merely
stresses the use of contraception is a sectoral approach. Training
village women to improve family health is another sectoral approach.
Frequently, different departments operate identical programs to solve
the same problems. Consequently, the efforts of other organizations
are ignored and responsibility is rarely taken for problems that are
outside the jurisdiction of each department.
The sectoral approach is relatively easier to plan and implement.
It needs specific expertise; only one or two organizations are
involved; it is relatively cheaper; it does not take a long time, and
the results are soon obvious. The sectoral approach may solve
particular problems, but it may create other problems, or solve some
problems only superficially. The complicated problems or needs of a
community and the nature of rural people themselves require a more
integrated approach.
Integrated approach . According to UNDP (1979) the sectoral
approach should be abandoned in favor of the integrated approach:
Rural development is an in+
-grated process because of the nature
of the rural community: low levels of specialization; absence
of separation between economic and non-economic interests;
importance of group obligations and responsibilities; combination
of vertical functions and responsibilities; combination of
vertical functions and horizontal stratification in the society;
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and above all, the integration of probl
at the margin of survival, where even a
about by a 'sectoral' intervention may
balance, (pp. 2-3).
ems imposed by poverty
small change brought
threaten the precarious
Coombs (1980) defines integration as “combining naturally related parts
into a cohesive and unified whole, in order to enhance their collective
cost-effectiveness" (p. 15). Here the parts refer to the components
of program, the components of organization, and the components of
government and community.
The integrated approach can be categorized into various
perspectives which depend on particular needs. Coombs (1980)
discusses five topics of integration: "...(1) integrated national
planning for rural development; (2) integration of the essential
components of a particular program; (3) integration of related
activities conventionally dealt with in separate programs;
(4) horizontal and vertical integration; (5) integration of efforts
between separate organizations" (p. 15). Based on these categories,
integration will now be discussed under the following categories.
Integration within local and national levels . Integration mainly
should occur at the operational level locally. Many of the same type
of programs which operate in a given locality are very expensive and
ineffective and may develop unhealthy competition among programs if
they are carried out separately. The integration at local levels can
be "greatly facilitated by integrated thinking and planning at
national levels," and it "requires joint planning of national policies
and programs" (Coombs, 1980, p. 16). To develop an integrated
approach at a local level, therefore, the integration should take place
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at the national level as well through coordinate
The change in attitude and thinki
on among policy-makers
ng among planners and policy-makers
at national levels is very important for the success of
local levels.
programs at
Ver tecal and horizontal integration
. Coombs (1980) states that
"vertical integration is indispensible to the successful operation of
community-based programs" (p. 19). Villagers cannot get everything
they want if they are only given the resources and left alone to solve
their own problems. On the other hand, the government will not be
successful when it neglects the needs, potentialities, and participation
of rural community members. If each village is left alone to develop
its own programs, it may make conflict with the rights and needs of
others (for example, the decision by village A to build a dam on a
river may deny water to village 8 downstream). Furthermore, national
concern about illiteracy, universal education, family planning, etc.
may not be addressed. Therefore, vertical coordination between the
community and various levels of government or non-governmental organiza-
tions is required at least in Indonesia.
Horizontal integration refers to coordination among community
development organizations and government units at the local, regional
or national levels. At the local level, individual needs should be
integrated with community needs. Nutrition programs should be integrated
with educational 'rograms. The education sectors should be integrated
with the economic sector. The following example illustrates the need
for horizontal integration: "...family planning programs are often
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rejected by poor and uneducated villagers unless they are horizontally
integrated with other services of more immediate and compelling
interests to local families" (Coombs, 1980, p. 19).
In tegration of efforts b,y different organizations
. In a parti-
cular community, integration may exist between various organizations,
government or voluntary, which carry out community development
programs. Many different organizations develop and implement various
programs; some are almost identical, while others are related. For
example, in Indonesia income generation and skills training provided
by the Community Development (Bangdes), Community Education
Directorate (Penmas), Manpower Department, and Social Department,
are essentially the same in content and process. These programs are
closed related to the Cooperative Department programs. Health programs
carried out by the Health Department are closely related to health
education programs provided by the Community Education Directorate.
More effective and efficient programs would result from better
integration by these agencies.
Self-help approach . The self-help approach is based on belief in
the assumption that the people can help themselves and the belief that
"...people have more resources to help themselves and each other than
they have been taught" (Sarason and Lorentz, 1979, p. 22). The self-
help approach to rural development is based not just on a humanistic
strateav s opposed to a technocratic theory of development (Coombs and
Ahmed, 1974, p. 66); it is also based on democratic and economic
theories of sharing responsibility and opportunity to solve problems
and meet community needs.
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Coombs and Ahmed (1974) propose some viewpoints about the self-
help approach based upon the following assumptions.
They saw rural development as involving a through-going
transformation of all the economic, social, political and
cu ura institutions, processes and relationships in a
rural society.
*-h
e\ re + arC* eC\ Tiain obstacles to such transformationt e historically rooted fatalism, dependence and lack of
sel f
-confidence of traditional rural people; hence theybelieved that the first requirement was to initiate a broad
educational process that would alter these attitudes, raise
aspirations and self-confidence, and encourage individual
and community initiative for self-improvement.
Further requi rements
,
as they saw it, were to create greater
political awareness and participation by villagers, and
greater community cooperation, through strengthening local
democratic institutions and broadening the leadership base.
• They acknowledged the importance of modern expertise and
other forms of assistance coming from the outside but were
concerned that self-help be in response to expressed local
needs and be desired--as part of an 'enabling process'--
rather than one-way intervention from the top down.
(Coombs and Ahmed, 1974, p. 66)
Bodenstedt (1976) discusses the self-help approach as both an
objective and instrument of rural development (pp. 9-10). Self-help
is one of the objectives of rural community development in Indonesia.
The Indonesian government classifies villages into three levels:
"swadaya", "swakarya", and "swasembada" villages. A goal of the Fifth
Year Development Plan is to develop all villages in Indonesia to the
"swasembada" or self-support level. In terms of self-help as an instru-
ment of rural community development, the government is decentralizing
the planning and budgeting process more than ever before in the current
Five-Year Plan (1984-1989).
Citizen Participation in Rural
Devel opment
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The Nature of Participation
Participation for the sake of participation is not the goal of
community development (Blakely, 1979, p. 20). Community participation
has numerous values, meanings, levels, dimensions, and stages which
nave been debated among professionals. However, all agree that
participation is a key element in basic need strategies (Dore and
Mars, 1981, pp. 29-31; Cary, 1970, p. 3).
Kolawole (1980) cites that participation is "a total commitment
of both initiators and beneficiaries in carrying out a mutually planned
project to its completion through the involvement of participating
agencies and recipients, using a mul ti
-approach in which the rural
people take part in decision making" (p. 132). The United Nations
(1962) refers to "the role of members of the general public, as
distinguished from appointed officials, including civil servants, in
influencing the activities of government or in providing directly for
community needs" (p. 32). Participation, therefore, is the joint
action of appointed officials or agencies and other community members
in carrying out development programs for public benefits.
Public participation and involvement in development programs may
occur in a continuum of levels, stages, and types. Smith and his
associates (1980) write that:
Although 'participation' usually implies relatively active
behavior and even exclusion of passive behavior, its usage
here includes every kind of activity. Uses of time that one
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might in everyday speech call inaction (sittinq and thinkinnl
non-movement (immobile absorption in, say, a television show)
’
passive receptively (listening to music), and similar conceptsare here considered informal voluntary action or parti ci oati onin an informal di screti onary or leisure activities. However
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Ga jayanake said that participation lies on a continuum, from
nominal participation (one-way communication) to consultative partici-
pation (people are consulted, but decisions are made elsewhere) to
responsible participation (active involvement in all stages of the
process) (Reed, 1984, p. 83).
Coombs (1980) proposes that extensive community development and
self-help are i ndi spensibl e for the success of any broad-gauged
effort to transform a rural society and to meet the basic needs of its
families (p. 23). White (1982) argues that people in rural areas know
their own needs better than experts from outside; and are, therefore,
more motivated to participate in community development programs if
these programs reflect their felt needs. Motivation for addressing
felt needs leads to increased participation which should lead to more
responsibility and awareness.
By involving local people in every step of development programs
and activities, community members will come to realize the nature of
their problems and needs and the cause of their oppression. Once the
causes of under-development or oppression are understood through this
process of conscienti zati on (Friere, 1968) people will begin to take
action and this will result in more participation.
In Indonesia, most development programs have been dependent on
government support. Most villagers think that development programs are
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a government responsibility. The new integrated rural development
programs and "bottom-up planning" are aimed to empower villagers in
realizing their problems, meeting their needs and solving their
problems, through maximally mobilizing their own potentialities
and resources, with continued government support.
Opportunities for citizen participation or involvement in
decision-making processes not only serves the objective of a develop-
ment program, but also provide an exercise in a democratic system.
Voluntary participation will give the participants the opportunity to
be treated equally with other members of the community.
Dimensions of Participation
Stiefel and Pearse (1982) discuss five dimensions of popular
participation: (1) participation as encounter; (2) participation
group and movements; (3) participation as individual experience;
(4) participation as programs and projects; and (5) participation
as policy contributing to national development. The following discus-
sion elaborates upon these five dimensions of participation.
Participation as encounter
. Stiefel and Pearse (1982) write
that since parti ci patory action implies a new sharing of decision-
making power, it may be seen as an encounter between social categories,
classes and interest groups, as confrontation between villagers and
metropolitan interest, or as a struggle between members of volunteer
associations and the immobile establishment (p. 146). In order to
minimize the effects of these encounters, which are bound to arise when
a new concept such as participation is introduced in rural areas, a
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community development planner should provide a framework in which
participation can take place. This framework in Indonesia should be
a set of rules or procedures by which the community determines by
consensus the roles and task of individuals or group in a particular
program or project. Defining roles is essential at this time in
Indonesia, where traditionally, roles are assumed and tasks are done
in an autocratic manner.
Participation as movement
. Sti efel and Pearse (1982) suggest that
effective organization transforms a flock of powerless individuals into
a social force and makes possible tactical unity in the encounter
sequence (p. 147). Some interaction between internal and external
agents of change and some class alliance are necessary to promote
viable and lasting popular movements. To obtain particular social,
economic or political goals, concentration of power or energy among
powerless individuals is needed. Organized participation with effec-
tive leadership leads the powerless into a social movement and forces
them to obtain the goals of the group movement. The movement may
create revol uti onary or evolutionary change in the community,
depending upon the degree of energy spent on the movement, the needs of
the individuals involved, the existing power control, and the goals
sought.
Participation as program or project . Stiefel and Pearse (1982)
state that:
In government circles and international organizations, popular
participation usually refers to individual programmes or projects
designed to promote development in specific sectors and
supposed to involve or lead to some degree of participation by
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beneficiaries
. . . the specific approach toprogrammes and projects' is derived from the fact thatthey have often been initiated 'from above 1
,
that the initialmotor of participation lies outside the powerless in therelatively pre-villaged sectors, (p. 148 )
M°st proyek Padat karya" or labor intensive projects in Indonesia
are provided particularly to encourage villager participation in
village development programs, in addition to providing employment for
unemployed villagers. At least three benefits are obtained from
these projects; encouraging community participation, helping workless
individuals, and improving village environment. However, the program
may result in exploitation of cheap labor if the participants do not
have opportunity to be involved in the decision-making process. There-
fore, the parti ci pati on should be a major objective of rural
community development programs as well as a means of implementation.
Participation as policy
. Stiefel and Pearse (1982) state that the
issues of participation can be viewed as being identical with the
issues of "democracy" in its broadest sense (p. 149). Top-down
programs may create more dependence of local people to the government
as well as create the impression that the government is totalitarian.
In democratic countries, the responsibility in program development is
on all citizens and is not only left to government alone. Citizen
participation in development programs and activities is one of the
character!' sti cs of a democratic system in practice. Therefore,
participation in program development activities should be exercised as
national policy for a country like Indonesia, which claims to be
democratic
.
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Pa rticipation as individual experience
. Participation has
individual values. As Stiefel and Pearse (1982) state, the decisions
to participate are individual ones which can only be explained by
examining the life experience of the individuals involved (p. 148).
Participation may also lead individuals to become aware of their needs
and wants. The experience in decision-making may increase the self-
confidence of the participants as well as result in motivation for
future efforts.
Types of Participation
Participation may be examined in terms of individual or group
participation, organized or unorganized, coercive or voluntary
participation, partial or overall participation, 1 imi ted/restricted
or open participation, and direct or indirect participation. This
section examines each type of participation.
Individual versus group participation
. Sanders (1958) identifies
four types of functionaries who participate in rural community
development: local leaders, resident professionals, professional
organizers from the outside, and multipurpose community development
workers (pp. 1-12). These functionaries may be the causes of the
action, recipients, or those whom the action has affected (Cary. 1970,
p. 148).
Group participation may become a movement or social force in
community development which may affect the larger community in the
long-term. For the sake of the community development program in the
long-term, the participation of larger members of the community should
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be insured. The participation of a few indiv, duals may not create the
unity of awareness of the larger community in terms of its responsi-
bility in meeting needs and solving problems. Therefore, the community
development organization should encourage more group activities in
program development and implementation in the villages.
Organ i zed versus unorgan ized participation
. Here the term
organized participation refers to structured participation, that is
planned and managed by recognized institutions, organizations or
bodies. Unorganized participation is the type where local people
in villages participate to face problems that need to be solved
immediately, such as emergency situations; this participation takes
place immediately and spontaneously.
Organized participation involves the exercise of leadership in
such a way that every participant involved has clear roles and func-
tions in the activity. Organized participation could be initiated
externally by outside agents or internally by the community members.
In some communities in Indonesia, such as Bali and Java, many rural
development programs are initiated by local people and certain
villagers appointed to be responsible for particular problems and
activities. Sometimes these roles are institutionalized so partici-
pation becomes a community norm and a way of life.
Some organizations initiated by external agents may be adopted
by the community as an internalized subsystem, but most such organiza-
tions and subsystems need a long time to be adopted. Kader Pembangunan
Desa (KPD) or rural development cadre is now being established by
government agents as a subsystem under Village Community Endurance
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Councils or Lembaga Ketahanan Masyarakat Desa (LKMD) to assist the
LKHD as community development agents or fieldworkers in their villages.
As an organizational subsystem, KPD still needs to be adopted by the
community members as a body or team comprised of their own representa-
tives and partners in village development.
Instigated versus voluntary participation
. Meister (1984)
distinguishes between instigated (or provoked) participation,
voluntary participation and matter-of-fact participation (pp. 4 - 5 ).
Instigated participation is organized by and under control of an
authority external to the group, without the initiative of participants
themselves. In this case the organization is created to organize
or integrate some individuals of community organizations into a larger
program or project. Whenever the participants have very little say in
the decision-making process (that usually happens in the rural
villages in Third World Countries), participation becomes the
mobilization of cheap labor for government or private organization
project, even though the results are intended to be for the benefit
of the people.
Voluntary participation may occur in organized activities created
by the community itself or by external agents together with partici-
pants who feel the need of the programs and projects. According to
Meister (1984) volunteerism occurs only with the type of participation
found in group founded without meddling or extern- instigation (p. 5).
But voluntary participation can also exist in programs and projects
which have been designed by local people as means to meet their own
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needs arter some processes of two-way communication and decision
maki ng
.
Partial versus total parti ci pati on . As mentioned by Cary (1970),
the amount of participation in any activity depends upon the willing-
ness and ability of individuals to participate (p. 145). Some partici-
pants may be willing or capable of participating in particular types
of work and tasks. For example, an individual may take part only in
planning, while others are involved only in the implementation of the
programs. Others may participate in all steps of programs or project
from planning to evaluation. The more stages in which individuals or
groups participate, the more motivation and commitment they will have
for the project and the better the results are likely to be.
Direct and indirect participation
. Direct participation may occur
in small community programs (projects). Direct participation may also
occur in program implementation that needs mass participation of local
people. Indirect parti ci pation usually happens with a representati ve
organization, where members are democratically elected by community
members or proposed by the community organizations involved.
Stages of Participation
Cary (1970) proposes three stages of participation: (1) the
initial stage that usually involves fewer participants; (2) the
task accomplishment stage that usually calls for expanded participation;
and (3) the stage of continuity or discontinuity of programs and
participation (pp. 149-150). Kalawole (1982) states that participation
may occur in steps of: (1) project selection; (2) resource
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zation
; and (3) implementation (p. 122). Concerning the bottom-
up planning system employed in Indonesia, participation can be
described in the following steps:
1. developing the five-year plan;
2. developing the annual plan;
3. implementing programs or projects;
4. directing and controlling the activities and programs;
5. monitoring and evaluating; and
6. following up (re-planning and maintaining results).
Local people may participate in a few working teams in
developing the five-year plans and the annual plans at village and
subdistrict levels. The steps of the planning process include:
(1) collecting information; (2) contributing ideas and opinions; and
(3) taking responsibility in the decision-making process. The partici-
pant may be involved as representati ves of particular organizations or
groups in the community or as individual professionals or experts in
their fields. Mass participation in these steps may be possible in
terms of contributing ideas, opinions and information to the working
teams.
The community may require motivation to participate in imple-
menting development activities. This could be a function of volunteer
fieldworkers such as the Indonesian KPD. The activities in this
implementation step may include
. 1 i z i n g resources, developing
guidelines for implementation, involvement in committees, contributing
monetary or other material, support, and/or involvement in physical
work.
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3irecting and controlling the programs are the most crucial
steps for participation, especially if the programs are developed or
supported by external agents. Participation in directing and
controlling can take place through working teams taking part in making
decisions about how money and materials are used, how far the program
nas oeen carried out; who is responsible for what, and how he or she
carries out tasks. This activity requires particular skills and
experience, which volunteer fieldworkers may provide.
The last stages of participation is making use of and maintaining
the results of a project. Many school and other buildings provided
by the Indonesian government for villagers are not well maintained
because the local people feel that the maintenance of the buildings is
the government's responsibility. Many buildings provided by the
government are not fully utilized because the villagers do not feel
responsible for program management. The people let the government
take care of the buildings and the programs.
Because people are often coerced into working on or taking part
in development projects, they often lose interest in the project once
it is over. For example, the government sponsors a project to build
latrines. People are mobilized to provide materials and labor. After
latrines are built and the project is completed, people will not use
them or keep them clean and in repair. Participation in all phases of
the projects by a majority of the community is essential if such
effects are to be avoided.
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Conditions for Participation
Cary (1970) proposes three necessary conditions for participa-
tion: (1) freedom to participate; (2) ability to participate; and
(3) willingness to participate (p. 145). Nturibi (1982) states that
participatory development only operates if the following assumptions
are true.
That government structures are ideologically committed
to total development of the population and the administra-tive mechanisms are responsive to popular participation.
That communities will be ready to move from "feelinq"
proolems, to analyzing their causes, planning the strategies
or dealing with them, and using their own motivation and
resources if given the right animation and leadership.
3.
That there is a wealth of local leadership and enough
collective resource potential which will become available
in the community. What is lacking is training of
indigenous facilitators to bring about the realization and
possibly supplement the community's resources with external
or government aid.
4. With motivation, mobilization and proper leadership,
communities will reach a consensus on basic needs,
priorities and consonant resource allocation. They will
organize themselves to achieve their collective objectives.
5. When community members are involved in a dialogical
analysis of their psychological reality they will be
committed to participate in eliminating the development
problems that constrain them.
6.
Success breeds confidence: self-awareness and critical
consciousness of a community's apathy and helplessness will
only be overcome by a demonstration of their collective
potential to solve their problems.
, 1An ,(p. 109)
Kolawole (1982) lists three requirements for grassroots partici-
pation: (1) consulting with the masses supposed to be beneficiaries
of the development to ascertain their needs and priorities; (2) giving
access to and taking part in the decision-making process of the
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programs; and (3) sharing the costs and benefits of the development
equally (p. 122). Fraenkel (1982) states that creating community
improvement requires the participation of local residents who are in
basic agreement or 'likeminded' about the desirability of community
improvement and who control resources which are necessary to accom-
pUsh community improvement (p. 178).
i he conditions for participation can be distinguished between
internal conditions and external conditions. Internal conditions
include conditions which are embodied in the person of the partici-
pants. External conditions include all factors in external environment
or individuals such as organizations, political will, facilities and
resources, reward system, etc.
The ability of the community member alone is not enough to make
participation happen in rural development programs. The willingness
to participate is an important internal factor that derives from
understanding, awareness and knowledge of community and individual
problems and needs. These are products of experience, education or
trai ni ng
.
Both internal and external conditions must be present to bring
about participation. Government or private agents who encourage the
people's participation, the organizational climate that supports the
participation, and facilities and resources are the external conditions
that make participation possible. Open management ar J 'cmocratic
leadership styles that allow participation in the decision-making
process is a key to the success of participation.
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Volunteer Fi eldworkers in
Rural Development
Four Cou ntries' Experience in Using Fieldworkers
Using volunteer fieldworkers in rural development is not a new
idea. In the Indian Community Development Program, the Village Level
Worker (VLW) is extensively used as key local multi-purpose agents who
work with the pancayat or local councils in planning and executing
community development activities at the village and block levels
(Coombs and Ahmed, 1974, pp. 68-69). The VLW is usually a young man
or woman high school graduate of rural origin with two years of
specialized training and apprenticeship in multiple aspects of
community development. Each agent may serve about 10,000 people in
ten villages.
The key change agents in the Animation Rurale program in Senegal,
the animateurs
,
are selected by their fellow villagers and given
special training to serve as guides and stimulators for the village
and as a liaison with outside sources of technical and materials
assistance (Coombs and Ahmed, 1974, p. 72). In consultation with
other local people, the animateurs analyze village needs and problems,
design local development action, stimulate the awareness and capacity
of the people for self-improvement, and facilitate the activities of
technical agents of various government services (Coombs and Ahmed,
1974, p. 73).
Rural Reconstruction Workers (RRWs) in the Philippines are local-
level staff more or less like India's VLWs and Senegal's Animateurs
53
(Coombs and Ahmed, 1974, p. 74). They are recruited on the basis of
their altruistic spirit and willingness to accept low rates of pay.
1 he training provided is to test their motivation and to prepare them
for rugged life and to provide technical knowledge and human relation
techniques
.
Like India's VLW, Senegal's animateur and the Philippine's RRW,
Indonesia employs volunteer community development workers known as
Kader Pembangunan Desa (KPD) or Village Development cadres. (In this
dissertation they are called Rural Development Cadres or RDCs). Every
village is in the process of selecting ten RDCs to help the village
administrator in developing, implementing, monitoring and evaluating
village development programs or projects. The RDCs work and live in
their own villages. Their main tasks are to work with other villagers
to analyze village needs and problems, identify village resources,
create the village development plan, and stimulate or motivate
villagers to participate at every step of the village development
program.
In contrast to India's VLWs who are paid for their services, or
the Philippine's RRWs who receive only a small payment as volunteer
fieldworkers
,
Indonesian RDCs are purely volunteer workers who do not
receive any payment or monetary support for their services. The RDCs
are more like Senegal's animateurs who are selected among local people
or appointed by village heads accord"';. j ^o criteria given by subdistrict
community development fieldworkers
.
Each Indonesian village has about 10 RDCs from different profes-
sions, skills and personal backgrounds. The RDCs receive two weeks
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special training before they become RDCs
. The training system,
curricula, and learning materials are developed by the National
Training Center for community development programs in Malang, East
Java. As voluntary fieldworkers in their village, the RDCs also
receive the technical assistance of other subdistrict fieldworkers in
various sectoral offices. Structurally, the RDCs are under the
coordination and supervision of LKMD and village heads who are
assisted by community development fieldworkers at the subdistrict
level
.
Professional Roles and Functions of Volunteer Fieldworkers
1 he roles and functions of volunteer fieldworkers are similar to
the roles and functions of paid fieldworkers and volunteers in other
sectoral rural development programs. The main difference between paid
fieldworkers and volunteer fieldworkers is in the salary, motivation
and organizational status. Volunteers may have the same responsi-
bility as paid fieldworkers
,
but may have different preparation for
their services and a different identification with the organization.
They may receive small amounts of money for limited expenses, but this
is not intended to be a salary (Stenzel and Feeney, 1976, pp. 3-4).
However, volunteer fieldworkers may be motivated by psychological
satisfaction (Routh, 1972, p. 6), idealistic or altruistic reasons,
or other personal needs.
Volunteering is more organized and structured than mere acts of
giving or helping (Smith, 1980, p. 133). However, volunteer action
could be discussed as traditional giving behavior (Stenzel and Feeney,
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1976, p. 2), that is carried out in more formal, organized ways.
A volunteer fieldworker may come from outside or inside the community.
In this study the term "volunteer fieldworkers" refers to
volunteer fieldworkers recruited from the local community. Therefore,
volunteer fieldworkers are more involved in rural development programs
than most of the other people in the village. The action of volunteer
fieldworkers is more organized, planned, and directed than other kinds
of participation. As a fieldworker, a volunteer has well-defined
roles, functions, duration of service and particular responsibilities.
The functions and roles of paid workers can be the same as those of the
volunteer fi el dworkers
.
i he terms role and function" are frequently interchangeable.
Function means the action for which a volunteer fieldworker is
especially suited or used. Role refers to a socially expected behavior
pattern and must be suited to the functions. In practice, roles may
be broader than the functions of a volunteer fieldworker.
Harman (1982) describes three major functions of volunteers nad
volunteer associations. First is the prophetic function, that is
concerned with the fundamental causes demanding services and- with
"
. . .correcting conditions, policies and practices in business and
government that are hazardous, depersonalizing, or unjust" (p. 7).
Second is the supplement function, in which the volunteers are expected
to replace government acnncies in offering services for citizens.
Third is the modeling function, where the volunteer should act as an
innovative model of organizational life, reducing depersonalization,
bureaucrati zation
,
and sterile professionalism (p. 9).
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Stenzel and Feeney (1976, p. 2) describe the roles of volunteers
as: first, keeping democracy alive; second, giving money, time and
human efforts; third, keeping the public conscience; and fourth,
realizing one's potentialities. Furthermore, they cite five types of
volunteerism based on the goals of service, social issues or causes,
consummation or self-expression, occupation or self-interest, and
philanthropy or funding. Rainman and Lippitt (1975, pp. 123-128)
describe the functions and roles of volunteers as supervisors,
teachers, leaders, job developers, pool helpers, religious education
teachers, etc. Therefore, volunteer fieldworkers may perform functions
and play roles in many aspects of the community.
iolunteer fieldworkers in village development activities may
function like paid fieldworkers when performing the general or specific
tasks assigned to particular community development workers. According
to Batten (1974), a community development fieldworker has the
following role:
1. To help people think in a more orderly, systematic and
logical manner than they would otherwise do. He achieves
this mainly by asking unloaded questions which are designed,
inter alia
a. to ensure that the people he is working with really are
agreed about just what need, or want, or problem they
are aiming to discuss;
b. to ensure that the people base their thinking on facts
father than assumptions about facts;
c. to -."isure that they consider both the pros and cons
of each and every alternative open to them rather than
restricting themselves to considering only one; and
d. to help them avoid getting involved in unproductive
argument. . .
.
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2. To ensure as far as humanly possible that the people are inpossession of all the relevant facts. He achieves this:
a. by asking questions which draw people's attention totheir need to get at all the relevant facts, and then
b. encouraging people to contribute the relevant localfacts for themselves; and
c. by contributing relevant non-local facts, but not
opinions, himself (pp. 101-102).
From this description, we can see that the main roles of community
n el dworkers is to facilitate, motivate and to help local people to
define their own problems and to decide their own ways to solve them.
Cary (1970) proposes the following functions and roles of community
development fi el dworkers : agent, consultant, advocate and planner
(pp. 179-185). According to Oakley (1980), the basic function of
community development workers "...changes over time from one of direct
intervention in the work of groups to one of indirect support
. The
agent s role is to direct and guide the educational process ... (and)
to help organize the function of groups" (p. 2).
From the previous discussion, the functions and roles of volunteer
fieldworkers in rural development can be classified as follows:
Program developers
. A major role of volunteer fieldworkers is
that of program developer or planner. Together with local people, the
volunteer fieldworkers identify the problems and needs of the community,
define priority of needs, identify resources available, and propose
alternative strategies and plans for the community. The volunteer
fieldworker does not decide the problems, needs, resources and
development strategies by him/herself but encourages the local people
to make decisions and to take action.
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Facilitators
. Coombs et al
. (1 973) proposes that an effective
facilitator should perceive his/her role as facilitator, helper,
assister in a cooperative process of exploration and discovery; should
create conditions in which the answers to problems can be most
efficiently discovered; and accept responsibility for creating
conditions which assist the client's own search for self-fulfillment
(p. 313).
—nkage agents. As linkage agent, a volunteer fieldworker should
promote relations between local organizations and outsiders and help
the local people find external resources and other technical assis-
tance. The major function of the linkage agent is to develop a better
relationship between local needs and resources that are available both
within and outside the community.
Program organizers
. The function of program organizer relates to
the function of planner, linkage agent, and facilitator. Volunteer
f ieldworkers should help the people in finding the connections among
development programs within the village. These connections may be
horizontal (e.g. health projects and irrigation projects in the same
village) and vertical (e.g. village irrigation activities and district
level irrigation projects).
Program coordi nators . Sometimes volunteer fieldworkers should
also be directly involved in implementing development programs together
'•'th the local people. As coordinator, he/ she helps the local people
to integrate, tolerate, and manage programs or projects.
Resource persons . This function is usually described as that of
advisor and consultant. As resource person, volunteer fieldworkers
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offer special skills, knowledge or experience in various fields.
Innovators and change agents
. An ideal function of a volunteer
f lel dworker is an innovator and change agent. Well-trained human
resources in local community development are very limited, especially
in rural areas of third world countries. Volunteer fieldworkers need
to find ways to ensure that their ideas and techniques for meeting
people's needs and solving community problems are accepted by the
community. In other words, volunteer fieldworkers should be able
to function as change agents and innovators. A change agent,
according to Rogers and Shoemaker (1971), has seven major roles:
(1) develops needs for change; (2) establishes a change relationship;
(3) diagnoses the problems; (4) creates intent to change in the
client; (5) translates change into action; (6) stabilizes change and
prevents discontinuities; and (7) achieves a terminal relationship
(pp. 229-230).
Filling the roles and carrying out the functions described above
require skills, experience and personal characteri sties that will be
discussed below. The number of persons who possess the experience
and skills is limited, and it is very unusual to find a single person
capable of filling all the roles and carrying out all the functions
described above. Therefore, it may be a good idea to have more than
one volunteer fieldworker in a village. This is certainly true in
Indonesia, where a group of volunteer fieldworkers can complement each
other in fulfilling all the functions and roles needed for rural
development.
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Roles, Functions and Characteristic s of Volunteer Fieldworkers
in Indonesia
IZLes of volunteer participation
. Many development activities
in rural areas of Indonesia such as building bridges, mosques, and
other public facilities are carried out by villagers through
traditional "gotong royong" or mutual assistance activities.
Gotong royong" is a national philosophy which has been practiced for
many centuries. Mutual
-assistance is not only practiced to help needy
villagers, but also to carry out village development programs as well.
Village administrators seem respectful of this traditional democratic
institution which is still alive in Indonesia.
A standardized village administration system has been established
by the Indonesian government for the whole country, although some
provinces or areas may use different terms. This system of public
administration which regulates community involvement in development
programs is illustrated in Figure 1 1 -1
.
There are subsystems of the public administration system at the
village level: village administration; neighborhood community organi-
zation ( "rukun warga" and "rukun tetangga"); Lembaga Keyahanan
Masyarakat Desa or LKMD (Village Community Endurance Council);
Lembaga Musyawarah Desa or LMD (Village Representative and Advisory
Board); Pembinaan Kesejahteraan Keluarga or PKK (Family Welfare
Development Program), and sectoral cadres (Volunteer fieldworkers under
the supervision of sectoral offices at subdistrict levels) and Kader
Pembangunan Desa or KPD (Rural Development Cadre--RDC). Besides these
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Note :
«; coordination line
authority line
participation line
Figure 2 : Organizational Structure of Village
Admnistration and Community
Participation
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subsystems, some village may have some private or political organiza-
tions. But, theoretically, all other organizations should be united
under one of the village institutions named above. A few of the sub-
systems which relate directly to volunteer fieldworkers will be
discussed briefly.
Visage administration heads and staff
. Formerly, the village
heads and staff were volunteer leaders who received no payment from
the central or provincial government. However, today in most villages
in Central Java and East Java, the village heads and staff receive
some payment for the farm land which could be cultivated. Recently,
the Indonesian government incorporated village heads as provincial
and central government admi nistrators and now pays them as civil
servants. However, the village heads are still elected by the
vi 11 agers
.
A village head is chosen among two or three candidates nominated
by villagers and chosen through direct election. The candidates are
usually strong or popular leaders in the village. Their popularity
may derive from their property, religion, education, position in
government, experience, actions in helping villagers, reputation of
family or father, or perceived power among outsiders. The candidates
usually offer many promises to villagers before the election. The
district of municipal admi nistrator--"bupati
"
(regent) or mayor--must
approve those candidates elected as village heads. But this process
is not always followed outside of Java or in urban areas for many
economic and political reasons.
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The village head chooses his/her staff among the villagers
(usually someone who supported him/her before the election). Village
heads may still receive the use of land to supplement their government
salaries. The extent of the land varies from one village to another
depending upon the property of the village. The land, called "bangkok
desa is relatively larger than the land owned by any other villagers,
i herefore
,
the larger the "bangkok desa" the greater the competition
to become a village head or staff.
Most village heads become very powerful both because of their
governmental authority and because of the strong hierarchy of power in
the Javanese democratic system. The villagers usually obey the village
head as good residents without much criticism. In extreme situations,
this authority makes village heads so powerful that they often abuse
their authority and power. Frequently, village heads become charis-
matic leaders and may hold their positions as long as they live. The
government policy which requires village heads to be elected every
eight years and every village to establish a LKMD and LMD is very
effective in reducing the negative affects of overly powerful village
heads and strengthening Indonesian democracy.
Lembaga Ketahanan Masyarakat Desa (LKMD ). To organize community
participation and to support village administrations in planning,
implementing and evaluating development projects, the government has
established an institution called Lembaga Ketahanan Masyarakat Desa or
LKMD (The Presidential Declaration, Number 28, 1980). The institution
is supposed to result in improved government services, equal distribu-
tion of development benefits, greater participation or "gotong royong",
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more self-sufficiency and increased living standards (Presidential
Declaration, Number 28, 1980, Chapter IV).
The LKMD is an autonomous, local organization that is formally
chaired by village heads. The structure of the LKMD organization
is illustrated in Figure 3. The members of LKMD are, in theory,
elected from among common villagers, village leaders, religious leaders,
youth groups, women's groups and other community organization leaders.
In practice, the LKMD members are frequently appointed by the village
heads. The relationship of the LKMD to other institutions is one of
mutual cooperation and consultation and it functions in almost all
aspects of community activities (Direktorat Jendral Pembangunan
Masyarakat Desa, 1982, pp. 7-10).
Kader Pembangunan Desa ( KPD ) . Kader Pembangunan Desa or KPD
(Rural Development Cadre--RDC) is comprised of persons who are willing
to work voluntarily for the benefit of their village and community.
There are ten individuals employed as a KPD working team in every
village. They might include community leaders (male, female, old,
young, and various occupation and educational background). All members
of KPD are given special training in integrated rural development
programs and planning skills by the Ministry of Home Affair's
Directorate General of Rural Development. (Direktorat Pembangunan
Masyarakat Desa, 1982, p. 2). The KPD acts as a support unit to LKMD
and does much of the "leg work" needed to generate community
participation. Because of the training KPD receives in planning,
supervision and community organization, they also advise LKMD in
development methods.
GENERAL
CHAIRPERSON
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Jhe roles of KPD . A member of a KPD working team ( RDC ) is
expected to be a dynamist, motivator, catalyst, organizer and innova-
tor. (Direktur Jendral Pembangunan Desa
, 1982, pp. 4-5). As
dynamists, RDCs are expected to generate the interest of community
members to participate either as individuals or groups in village
development programs and activities. As motivators, RDCs are expected
to inspire a willingness to participate in development through an
effective communication process. As catalysts, RDCs are expected to
suggest new ideas and initiatives for village development to LKMD
through collecting opinions and expectations of villagers, exploring
new approaches to overcome traditional resistance to development
programs, and adopting new ideas and technologies from external
sources to cope with community development problems in their village.
As organizers, RDCs are expected to organize and integrate all
community development activities and to report periodically to LKMD.
As innovators, RDCs are expected to be open and receptive to change,
to introduce new village development ideas and concepts, and to apply
appropriate technology to village development.
KPD functions include assisting LKMD in identifying and
administering information, preparing village development plans,
mobilizing human and material resources for village development
programs, guiding and supervising sectoral working teams in carrying
out village development programs, monitoring an 1 •-*’ a l uating project
implementation, and writing reports of development activities.
Characteri sti cs of RDCs . The RDCs may come from different
segments of the community. According to Directorat Jendral Pembangunan
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Desa, there are some requirements to be an RDC
:
(a) One must be a
village resident; (b) 20 to 40 years old; (3) healthy (mentally and
physically); (d) educated at least to the elementary school level;
(e) committed to Pancasila (the Five Basic Principles of the nation)
and Undang-Undang Dasar 45 (the national constitution); (f) ready to
work voluntarily; and (g) approved by LKMD and village heads (1984,
p. 3). The Directorat Jendral Pembangunan Desa developed a manual
of procedures for recruitment and selection of KPD (Directorat
Pembangunan Masyarakat Desa, 1984, pp. 20-22). The recruitment and
selection process seems to be controlled mainly by appointed agents
or officials.
The special characteristics of RDCs required to perform their
functions in village development programs can be discussed in terms of
personality and attitude, socio-biological background, and skills and
knowledge
.
Personality and attitude . Ideally, volunteer fieldworkers
should have the following characteri sti cs
:
a. friendly, warm, flexible, creative, dynamic personalities;
b. understanding and concern about people and their problems;
c. willingness to help other people voluntarily;
d. willingness to accept responsibility graciously;
e. belief in the potentials of community members and the
importance of partici patory decision-making;
f. commitment to the lifestyle of the community and a strong
sense of cultural pride (Wittmer and Myrick, 1980, p. 44;
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Lewis et al., 1976, p. 28; Etling, 1975, p. 215; Routh,
1972, p. 8).
Personal and communication skills
. Personal skills are very
related to one's personality and are the basis for interpersonal
relationships and communication with others. A volunteer fieldworker
snould have the following communication skills: the ability to express
both content and feelings; tolerance of others or new viewpoints, the
ability to empathize without sympathy (Lewis, 1975, p. 53), and
conduct discussion, dialogue, negotiation, etc. (Etling, 1975, p. 125).
Facilitating skills
. Facilitating skills also involve
personal and communication skills. Facilitators should have the
ability to help villagers examine their ideas and behavior without
criticism (Lewis, 1976, p. 53), to increase villagers' confidence, to
bring villagers together, to affect relationships and catalyze
cooperation among villagers, to discover and articulate community
needs, and to motivate villagers to participate in the programs
(Etling, 1975, pp. 215-216).
Consulting skills . A volunteer fieldworker should have
skills to deal with the problems of individuals or groups of villagers,
to encourage the villagers to realize and face their problems, to
analyze and prioritize the problems and to find alternative solutions
to problems.
Technical skills. Vc'!,.„eer fieldworkers should have
specific skills in village development activities such as agriculture
or engineering. The volunteer may have to be a technical assistant
for a particular program if there are no other professionals
avai Table.
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Manage rial and administrative skills
. Volunteer field-
workers wno also function as leaders obviously should have managerial
skills and leadership skills. The managerial skills may involve all
aspects of management such as planning, organizing, staffing,
motivating, supervising, monitoring and creating. Volunteer field-
workers would be able to employ democratic management and sharing of
ideas in decision-making.
General knowledge
. The problems in the village usually
cover every aspect of community life. The fieldworkers are expected
to be community leaders and resource persons. As resource person and
leader, a volunteer fieldworker should have a broad knowledge and
experience about most aspects of community life and resources
available both within and outside the community.
Integrated personality, skills and knowledge
. No single
volunteer fieldworker might possess all these personal qualities,
skills and knowledge. One volunteer fieldworker may be strong in a
few aspects of these characteri sties and be weak in others. However,
as a team, volunteer fieldworkers should be able to complement each
other's characteri sti cs
.
Demographic characteri sti cs . Much research has been done about
demographic factors relati^ to volunteering and participation
(Meister, 1984; and Smith et al., 1980). Sex, education, age, marital
status, family income, family size, and occupation have been identified
as important factors in certain kinds of programs (see Chapter III),
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aitnougn they, of course, do not predict whether any one individual
can become a good volunteer.
O rganizational and wo rking norm
. Every organization has its
written and unwritten norms which must be respected and followed by all
members of that organization or group. KPD members must also be
respectful and follow these norms in exercizing their functions.
The KPD should be respectful of: religion, tradition, and beliefs
existing in the community; religious, community and traditional
leaders; village leaders and staff and other LKMD members; community
norms; and community taboos or prohibitions. In addition, he or she
should not offer any promises, yet try to feel a part of the community
(Direktorat Pembangunan Desa, 1982, p. 18).
Obstacles in Using Volunteer Fieldworkers
in Rural Development
Obstacles to the effective use of volunteers in community develop-
ment can be viewed from at least three perspectives: professional
resistance, government control, and exploitation. The obstacles to
using volunteer fieldworkers in professional settings center on the
skills and knowledge of volunteer fieldworkers
,
their personal
interest, and their professional responsibilities. The volunteer
may be more knowledgeable and capable than a hired professional
(Rainman and Li
p
d i ^ , 1975, pp. 42-43) and, in effect, take away the
jobs of professionals (Ilsley and Niemi, 1981, p. 4). On the other
hand, they may easily come and go (Ilsley and Niemi, 1981, p. 5), may
71
simply seek status or prestige, or be helplessly incompetent (Routh,
1972, pp. 18-19).
In most top-down programs, the participation of local people in
decision making process may be limited. The participation may take
the form of doing the work on projects. In this case, volunteer
fieldworkers may be expected to mobilize resources. This kind of
participation is very difficult to maintain for long periods since
the volunteer fieldworkers feel oppressed by government or private
agents who are ultimately responsible for the programs or projects.
Local leaders may take advantage of volunteers by directing their
village activities toward their own purposes. If volunteers come to
realize this, they often cease to be active. The government of
Indonesia attempts to overcome these obstacles through training and
supervision
.
There may be many villagers and village leaders who are willing
to volunteer as fiel dworkers
. But there are only a relatively few
potential volunteers available who have the necessary education,
personal qualities, and skills to follow the pre-service training
and carry out the roles and functions of an RDC, or who have enough
time to contribute to village development programs.
Summary
In the Indonesian context, community development can be
defined as: planned, organized and comprehensive community development
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eTtorts with, where necessary, government or other assistance outside
the community to mobilize local resources to meet felt needs and to
obtain better living conditions in the community in coordination
with national development goals and priorities. The most important
element of community development is intensive and extensive local
participation and initiative. This model is based on the integrated
and self-help approaches to community development. The integrated
approach refers to integration of vertical and horizontal management
and organization of resources, programs and activities at the
national, regional and local levels. Self-help is both an objective
and method of community development.
The participation of the local community can occur in groups
and/or on an individual basis; it can be organized or unorganized;
and take place at all or only some stages and levels of development
programs and activities. Volunteer fieldworkers or rural development
cadres (RDCs) have important functions in initiating, developing,
implementing, and evaluating rural development programs. To carry
out their tasks and functions, the rural development cadres can
play roles of program developers, facilitators, linkage agents,
program organizers, advisors and consultants, resource persons,
innovators and change agents.
The RDCs may work individually or in groups at every stage of
development programs together with local admi ni strators
,
leaders,
and professionals, and other villagers. They require specific skills,
knowledge and personal characteri sties . They may already have these
73
preceding recruitment processes or they may have to acquire them
through training(s).
There are many obstacles to maximingly use volunteer fieldworkers
which may affect their performance. These obstacles might be inherent
in their personalities reflecting certain needs or motivation. Other
factors might be political, organizational and bio-demographic. Some
of these factors will be discussed further in the following chapter.
CHAPTER III
DETERMINANT FACTORS OF VOLUNTEER
SUPPORT AND COMMITMENT
The forces that influence one's decision to volunteer time and
energy originate both within and outside the individual (Rainman and
Lippitt, 1975, p. 46). Internal factors consist of needs and expecta-
tions, while external factors consist of the organization and work
environments (i.e. physical and psychological environment). Other
factors which have both internal and external origins are biodemo-
graphic factors.
i he discussion in this chapter will examine volunteer motivation
in terms of: (1) needs and expectations of volunteers as internal
factors, (2) organizational factors which include organizational
climate, reward system, and training; and (3) bio-demographic factors
which include sex, age, marital status, education, family size, family
income, and occupation.
Needs and Expectations as Determinant Factor
of Volunteer's Support and Commitment
Motivation and Job Satisfaction and Performance
Many studies have been conducted on motivation as a primary
determinant factor in human behavior. Some well-known figures such
as Maslow, Herzberg, Vroom, and Lowler III have been recognized for
their work in human behavior theory and in workplace management.
Their theories have been adapted, modified and widely used in managing
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workers' motivation for more job satisfaction and better performance.
Even though these theories are based largely on research
conducted in the workpl ace--busi ness and industries—, I believe that
the nature of worker motivation in a work environment is not signifi-
cantly different from that of volunteer organizations. Volunteers
have the same motivational characteri sti cs that paid workers have, as
determined by a decision to give their time and energy to work, to
engage in a certain kind of preparation, and by their identification
with the organization (Stenzel and Feeney, 1976, pp. 3-4). The
difference may lie in the degree of motivation aroused to meet the
particular needs and expectations inherent in every person.
The distinction must be made between intrinsic and extrinsic
motivation. Intrinsic motivation means motivation from inside;
e.g. hunger is an internal need which drives someone to look for food
or to look for a job in order to be able to buy food. Extrinsic
motivation is generated from outside; it is what one does to win a
reward that is specifically offered for that behavior (Leavit, 1978,
p. 23). External factors—e.g. rewards or punishment for particular
levels of performances or individual productivity in i ndustry—may
increase or decrease the motivation of a worker. In practice, it is
not easy to distinguish internal from external motivation, since
behavior is a product of complex motivational determinants and/or
external conditions.
Deci (1975) suggests that intrinsic motivation is tied to an
individual's needs, especially to be competent and self-determining.
Motives commonly represent personal needs (Isley and Niemi, 1981,
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P. 3). Those whose needs are satisfied on the job are likely to remain
in the organization (Vroom, 1969, and in Deci
, 1983, p. 71)
Franken (1982) proposes four basic models of job satisfaction:
(1) the need-ful fi 1 Iness model; (2) the reinforcement model; ( 3 ) the
equity model; and (4) discrepancy models (pp. 436-447). He holds that
the needs fulfillment model is based on the assumption that humans are
born with basic needs that they strive to satisfy (p. 436). The rein-
forcement model, which is based on B.F. Skinner's work, assumes that
job satisfaction is determined by the nature of rewards and punishment
(p. 440). The equity model holds that motivation is based on the
assumption that humans want to be paid fairly for their services
(pp. 441-445). The discrepancy model suggests that people have
expectations about what a job should provide in the way of money and
psychological rewards (p. 437). All of these models provide useful
frameworks for analyzing human motivation. In fact, human behavior is
so complex that it can only be fully explained in terms of all four
models
.
Needs and Expectations of Volunteers in Terms of Their Support
and Commitment
Needs and expectations are two terms usually used interchangeably
.
Needs in this discussion refer to the basic human needs proposed by
Maslow. Expectations are personal goals to fulfill one's needs to the
fullest extent of his/her imagination and talents. The need for food
may prompt someone to exert himself to search for food, but the amount
and kinds of food required may be different from one person to another.
: nererore
,
the expectations of a person may be ranked from none to
very high.
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According to Franken (1981), a person who has decided to enter an
organization is affected by three sets of factors when developing a
sense of commitment: (1) personal characteristics; (2) job charac-
teristics; and (3) work experience (p. 454). According to Steer (1977),
personal character! sti cs are mainly based on the individual's expecta-
tions of the organi zation which is manifested as personal needs.
Lawler III (1973) based his discussion about expectation on the
following assumptions from his discrepancy model:
1. People have many conscious, often complex, and competinq
goals. y
2. Most behavior is consciously goal -di rected.
3. People have effective reactions to outcomes they have
obtained as a result of their behavior, (p. 5)
Mas low s need- f u 1 f i 1 1 ment theory is widesly cited when examining
determinant factors on work motivation, job performance and satis-
faction. Even though there is no strong research to support his
theory, most experts in management psychology agree that Maslow's
needs theory is one of the most acceptable in examining job performance
and work motivation. Maslow (1970) classifies human needs into:
psychological needs; safety needs; belongingness and love needs; self-
esteem needs; needs for self-actualization, and aesthetics (p. 37).
Further he believes that needs exist in a hierarchy, where the higher
needs will not motivate one unless the lower needs have been fulfilled
first. Physiological needs are the lowest needs, then followed by
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safety needs, belongingness and love needs, self-esteem needs, and,
finally, needs for self-actualization.
Most experts in volunteerism consider belongingness and love
needs, self-esteem needs, and self-actualization needs as the main
needs that motivate people to join volunteer organizations. Naylor
(1967) lists some needs based upon the motivation of volunteers: a
sense of belongingness; the feeling of acceptance by others; the
feeling of being able to meet one's own needs; the feeling of being
real valuable to others; the need to share one's ideas in making rules;
the need for some responsibility in challenging tasks, for achievement
of work or progress; the need to be kept informed, the need to be in
the confidence of or be recognized by superiors (p. 65).
Basic Needs and Expectations as Determinant Factors of Support
and Commitment
In this section the concept of basic human needs is employed to
examine volunteer motivation as a determinant factor of volunteer
support and commitment in rural development programs. As discussed
previously, volunteers are not biologically determined, politically
compelled or economically necessitated to perform volunteer work,
however, it is important to examine whether or not physical drives
motivate volunteers to participate in volunteer organizations. As also
discussed previously, volunteer expectations are derivations and
manifestations of basic human needs. An explanation of volunteer
expectations will be given as part of the following discussion of
basic human needs.
79
Phy
.
si o1 oqical needs
. These needs derive from the concept of
homeostatis which refers to the body's automatic efforts to maintain
a constant and normal state of blood supply (Maslow, 1970, p. 53).
Physiological needs are the most predominant of all needs or major
motivations. Maslow (1970) also states that if the physiological
needs dominate the organism, the other needs are pushed into the
background, and all capabilities are put in the service of the needs
(hungers). When a person is dominated by a certain need, the future
philosophy also changes--e
.
g
. one's food needs are met in childhood
a person tends to think that he would be guaranteed food for life
(pp. 37-38). Leavitt (1978) supports Maslow:
People are born with physical needs. The later either acquire
or blossom out with a host of other social or egotistic needs,
ihe new psychological needs can be thought of as outgrowths of
(1) physical needs, (2) the nervous system of the physical
body, plus (3) dependency on other people, (p. 23)
Volunteers are not biologically determined, so that nothing
about being a volunteer satisfies physiological needs directly.
Smith (1980) says that volunteerism is primarily character!' zed by
the search for psychic benefits (p. 154). Therefore, physiological
needs are not the basis of motivation for volunteering. Instead, we
can say that the motivation to volunteer for rural development
programs can be found in psychological needs such as safety, belonging-
ness and love, self-esteem, self-actualization and transcendental
needs
.
Safety needs . Safety needs (such as security; stability;
dependency; freedom from fear, anxiety and chaos; need for structure,
order, legal limits) concern protecting oneself both from harm
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Physically and physiologically (Mas low, 1970, p. 39). These needs are
seconaary to basic physiological needs. The degree to which these
needs are fulfilled will also dominate one's current and future
philosophy. For example, if one feels secure and safe in childhood,
one will not be obsessed with safety later and may take risks to meet
other needs. From a social perspective, the safety needs may become
urgent whenever there are threats to law and order or authority
(Maslow, 1970, p. 43).
In a society where the leaders are powerful and have strong
authority over others, a leader's request for volunteers may come
across as a threat to some individuals, who unfulfilled safety needs
pressure them to obey the requests. These volunteers therefore
participate in programs in order to have protection from their leaders
who have the authority to manipulate their lives.
Belongingness and love needs
. Belongingness and love needs are
concerned with social interaction, love, acceptance, and group member-
ship. Maslow (1970) says that the need for love, affection, and
belongingness will emerge once physiological and safety needs are met
(p. 43). Belongingness and love needs are not as fundamental as safety
and physiological needs. When one is hungry, attention is directed
to food; when threatened, attention is focused on seeking an appro-
priate strategy--i
. e . the fl i ght-or-fight response (Franken, 1982,
p. 438). According to Maslow (1970), the need for lq e is not
synonymous with sexual needs. It involves both giving and receiving
love (pp. 44-45). Belongingness needs refer to the need to be with
someone--a family, group, or community. It also refers to the need
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to have one's territory, right, or ability recognized.
Whenever a volunteer fieldworker has had his/her physiological
needs satisfied and feels safe from any threats, the motivation to
volunteer may be based on a sense of belongingness: a feeling of
being loved, wanted, and accepted; a feeling of being of real value
to others; a feeling that one can share ideas with others in seeking
rules, programs and activities (Naylor, 1976, pp. 64-65 ; and Routh,
1972, pp. 171-172). It may also stem from a need for sociability;
wanting to meet people and make friends (Aves, 1967, p. 42)
Self-esteem needs
. Mas low (1970) writes:
All people in our society (with pathological exceptions) have
needs or desires for a stable, f i rmly-based
, usually high
evaluation of themselves, for self-respect, or self-esteem,
and for the esteem of others. These needs may therefore be
classified into two subsidiary sets.
. .first, the desire for
strength, for achievement, for adequacy, for matery and compe-
tence, for confidence in the face of the world, and for
independence and freedom. Second ,... the desire for reputation
or prestige defining it as respect or esteem from other people,
status, fame and glory, dominance, recognition, attention,
importance, dignity or appreciation, (p. 45)
Further he argues that the satisfaction of these needs leads to
feelings of self-confidence, worth, strength and capability, and
being useful. On the other hand, the failure to satisfy these needs
will produce feelings of inferiority, weakness and helplessness.
Potential volunteers may seek to satisfy these needs by joining
volunteer programs. From their service to the programs they may
expect and receive respect from villagers vl lage heads of staff, and
other government officials. The volunteer may seek prestige or
status (Routh, 1972, p. 18) or may work hard to reach a position where
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mportant issues are decided, thereby assuming increased responsibility
and authority and enjoying the power (Naylor, 1967, p. 71) to
influence and control the behavior of other people (Leavitt, 1978,
P. 21).
Through service as a volunteer fieldworker, one may be recognized
as a person who has the particular responsibilities, skills, knowledge
and experience needed in the community. He/she may be seen as being
a capable and valuable person in the society and having the right to
be respected. The volunteer may receive power, position, prestige,
conviction and respect in volunteer programs that he/she may not
get from other activities. Moreover, fulfilling these needs will
influence the volunteer's behavior by increasing his/her efforts,
support, and commitment to the volunteer organization.
Self-actualization
. Mas low (1970) writes that even if all these
needs are satisfied, we may often (if not always) expect that a new
discontent or restlessness will soon arise unless the individual is
doing what he as an individual is suited to do (p. 47). Humans
desire to be in actuality what they have the potential to become--
the so-called self-actualization needs. The specific form of the
needs is unique in each person. Someone may desire to be a musician,
while others may desire to be a leader or a teacher (pp. 47-48).
In the field of vol unteeri sm
,
self-actualization is widely
considered to be a main need in mot'1
'
-
, ting volunteers. An experienced
volunteer needs and desires to experience a feeling of self-
actualization or self-realization (Routh, 1972), while younger
volunteers see vol unteeri ng as a way of gai ni ng knowledge (Aves, 1967, p. 4).
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Volunteer fieldworkers may be motivated to join rural development
programs and activities with the expectation of gaining new skills,
knowledge, and experiences, as well as sharing their knowledge, skills,
experiences, and other capabilities with others. If a person is
strongly motivated by these needs, the efforts of the individual to
fulfill them in a volunteer organization may be great. Therefore,
we can hypothesize that the stronger the need and expectation for
sel f-actual 1 zati on
, the higher the support and commitment to the
volunteer organization and its program.
Transcendental needs. Throughout most of human history, human
beings have tended to seek protection from supernatural authority
to guarantee their safety. This has often been the case when one
faces an emergency situation beyond his/her power.
Any religion teaches its believers to obey God's laws and to
respect and help others. Therefore, the need to respect and follow
God's laws is an important influence on the behavior of believers and
their philosophy of life.
Religious people tend to obey and respect God's laws and
teachings and try to please their God and other religious leaders who
are considered to be powerful because of their knowledge, religious
practice, and efforts to teach others. In primitive communities, the
need to obey and respect God and his laws may be reflected in
ceremonies, traditions, or respect given to leaders. These needs
are considered higher than the concern for oneself.
In Indonesia, belief in God is one of the basic principles of the
nation and is an integral feature of the culture. Ironically, the
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need to obey God's laws and to respect religious leaders cannot be
categori zed in Maslow's hierarchy of basic needs. But it has become
a real need which is reflected in daily life and tradition, and people
who are primarily motivated by transcendental needs may have the
highest level of commitment in volunteer programs.
Summar/. There are five classification of needs which may
influence volunteer support and commitment in rural development
programs and activities. These needs can be manifested as expectations
of potential volunteers. The expectations of volunteer fieldworkers
in rural development programs and activities can be summarized as
fol 1 ows
:
1. the expectation to receive training;
2. the expectation to receive benefits for their service;
o. the expectation to receive protection from government
authority, village heads, staff, leaders, and other
vi 1 1 agers ;
4. the expectation of a higher standard of living through
volunteer services;
5. the expectation to be considered an important person;
6. the expectation to be considered an important decision-maker;
7. the expectation to be able to know villagers, village heads,
village staff, and government authorities at subdistrict
levels
;
8. the expectation of having more friends;
9. the expectation to be well known and popular in the village
or in other villages;
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10. the expectation to have a higher position or greater status
and prestige in one's village, organization or workplace;
11. the expectation to acquire new knowledge, experience, and
skills; and to share one's own knowledge, experience, and
skills;
12. the expectation to have opportunities to share and demon-
strate one s capability, ideas and opinions;
13. the expectation to be considered a knowledgeable, responsible,
and valuable person;
14. the expectation for God's blessings and rewards, and the
respect and blessings of religious leaders.
A given volunteer fieldworker may not have all the expectations
listed above and may feel some of them strongly and others weakly.
In reality, expectations and needs are difficult to observe. The best
way to investigate them is to examine people's statements on particular
aspects of their needs and expectations. This will reveal what needs
exist for that person and to what extent those needs might be met in
a volunteer organization. From the previous discussion we can
hypothesize that the higher the expectations, the higher the
volunteer's support for and commitment to rural development programs
and acti vi ti es
.
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Organizational Factors as External Determinant
fa ctors to Support and Commitment
The important factors affecting one's decision to volunteer or
not to volunteer or to continue volunteering are mainly organizational
climate, reward system, and training. These are each discussed below.
Organizational Climate
Experts in management and management psychology consider organiza^
tional climate an important factor in the job performance of workers.
Much research has been done to examine the relationship of organiza-
tional climate to job performance and worker satisfaction. According
to Litwin and Stringer (1968), organizational climate refers to
...set of measurable properties of the work environment, perceived
directly or indirectly by the people who live and work in this
environment (organization) and assumed to influence their motivation
and behavior (p. 1). Downey et al. (1975) define organizational
climate as an individual's perception of his work environment and a
summative variable intended to represent the individual filtering,
structuring, and description of numerous stimuli impinging on him
from the organization (p. 149). Isley and Niemi (1981) say that the
climate means "...predominant standards, attitudes, and conditions
that govern a volunteer based program. An ideal climate is one which
re^ul .j in satisfactions of needs of both volunteers and organization"
(p. 30).
Organizational climate influences an individual's perception of
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the organization. His/her perception mainly depends upon the
individual's needs (Leavitt, 1978, p. 27) and existing environmental
conditions within the organization.
Organizational climate is related to job satisfaction and
performance, as the work of Joyce and Slocum (1984, p. 733) has
shown. James et al. (1977) found that organizational climate is
moderator for the moti vati on-performance relationship (p. 233).
Therefore, we can hypothesize that the better the organizational
climate, the higher the volunteer's support and commitment. Downey
et al
.
(1975) also found that interaction between organizational
climate and personal factors influence job satisfaction and perfor-
mance. If needs and expectation are the main personal factors, we can
say that the organizational climate and the needs and expectations
interact with or contribute to a volunteer's support and commitment.
In the following section, organizational climate will be dis-
cussed in terms of leadership, interpersonal relationships, oppor-
tunities for growth and self-actualization, and involvement in
decision-making processes and norm and work mechanisms.
Leadership style . Effective leadership correlates strongly with
organizational performance (Smith, et al., 1984, p. 774). The impact
can be measured not only by a single criterion within a single organi-
zational unit, but also by multiple criteria across several organiza-
tional units. Downey et al. (1975) find a significant relationship
between leadership and all organizational dimensions in both structured
and unstructured situations (p. 1975). Leadership and decision-making
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is a central management function, where other functions are dependent
on leadership and decision-making.
Leadership can be viewed from different dimensions and perspec-
tives. McGregor (I960) focuses his discussion about leadership on
Theory X and Theory Y assumptions about workers. Theory X is based
on the old, authoritarian style of leadership, while theory Y
represents a humanistic, enlightened style of leadership. Leavitt
(1973) conceives of leadership styles based on theory X and theory Y
as a continuum from two different extreme points--boss-centered and
subordinate-centered (p. 449). This can be combined with the
traditional model of leadership: autocratic, democratic and
abdicratic style (Gray and Starke, 1977, pp. 64-65), where boss-
oriented and subordinate-oriented leadership styles form one continuum
and democratic styles form another continuum between the extremes of
autocratic styles and abdicratic styles. Blake and Mouton (1966)
propose a managerial
-grid style with five elements: (1) high concern
for people and high concern for production; (2) high concern for people
and low concern for production; (3) low concern for people and low
concern for production; (4) low concern for people and high concern for
production; and (5) medium concern for people and medium concern for
producti on
.
The styles of leadership reflect how, in practice, leaders of
organization provide opportunities to participate, to treat subordi-
nates, and to provide trust and delegate authority to subordinates.
Leadership styles reflect the level of democracy, flexibility and
openness. Democratic leadership attempts mainly to build increasing
employee morale, commitment, and a sense of personal growth (Gray and
Starke, 1977, pp. 65-67). The democratic leadership style provides
greater opportunity for workers to participate in decision-making and
to take responsibility for their actions and thus receive benefits,
flexibility allows the manager to encourage participation by treating
subordinates’ needs and work environment and problems. Democratic
leadership also implies that the manager must understand his/her
employees as human beings. Openness helps to create this relationship
of trust among superiors and subordinates and is an important key to
coping with the organization's problems and realizing organizational
goals and objectives.
Interpersonal relationship
. Owens (1974) states that there is
a substantial degree of team spirit and mutual support within
organizations that have good interpersonal relationships (p. 13).
Successful relationships are also characterized by high morality and
productivity (McGregor, 1960, p. 136). Since high morality correlates
with high support of and commitment to the organization, we can hypo-
thesize that the better the relationships within an organization, the
higher the support and commitment given to the organization. Likewise,
this hypothesis should apply to volunteer support of and commitment
to rural development programs.
A central characteri Stic of i nterpersonal relationships is the
independence of the parties, which affect the abilities of others to
achieve their goals and satisfy their needs (Leavitt, 1978, p. 21).
Naylor (1967) proposes four levels of relationships: (1) relationship
to oneself (compatible with one's image); (2) relationship to other
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persons on a one-to-one basis (seeking someone, caring and looking for
friendship; (3) relationship to the organization itself (the feeling
of belongingness, membership, responsibility, effectiveness); and
(4) relationship to a wider identification (feeling of contributing
to all mankind) (pp. 69-70). We can say that the relationships in a .
volunteer organization may occur between subordinates, between subor-
dinate and supervisor, and between organization members and other
people outside who have contact with the organization.
Opportunity for personal growth and self-actualization
. The
opportunity for personal growth and self-actualization is the main
factor that accounts for personal decisions to volunteer according
to most experts. This opportunity is also an important aspect of
creating a supportive organizational climate in the workplace and in
volunteer organizations. According to Isley and Niemi (1981),
the ideal climate for the self-actualizing volunteers places emphasis
on personal growth" (p. 34). Therefore, we can hypothesize that the
greater the opportunity for personal growth and self-actualization
in an organization, the higher the volunteer's support and commitment.
Involvement in decision-making processes . Hillman (1976) states
that a supportive climate is character!
-
zed by high levels of trust
and confidence between superiors and subordinates and involvement in
decision-making. As discussed in Chapter II, participation does not
occur’ unless the volunteer actively participates in decision-making
processes. The participation in decision-making processes occurs
only when the people involved trust each other and there is confidence
between everyone involved. For participation to be positive, informal
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and formal recognition and approval most be gl ven by immediate super-
visors (Peterson, 1981
, p. 82).
Approval of village heads, village staff, and subdistrict offi-
cials who might be considered superiors to volunteer fieldworkers in
village development programs will have a significant impact on
volunteer motivation. Effective participation in decision-making
processes in rural development programs involving volunteers would be
obtained if participants would accept and respect the opinions,
responsibilities, and capabilities of others. Therefore, we can
hypothesize that the greater the opportunity to be involved in the
decision-making process, the higher the support and commitment of
volunteer fieldworkers. And involvement, in turn, depends on the
level of trust given by superiors to volunteer fiel dworkers
.
Norm and work mechanism
. Vroom (1976) cites that there is
evidence that the level of performance on the job frequently depends
upon group norms and that the performance level may change as the
group norm is changed in a direction determined by management
(Deci, 1983, p. 77). An organizational norm may be written or
unwritten. A written organizational norm, for example, can appear
in the employee's work-contract
,
which contains the tasks, responsi-
bilities, roles or functions and the rights of employees in the
organization. Unwritten norms emerge in the work habits or traditions
of the organization. Long-established organizations will have strong
unwritten norms that are followed consciously or unconsciously by
members of the organization.
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The organizational norms are also dependent on leadership styles
in the organization, and their assumptions about the workers. The
organizational norm in which leadership assumes a theory X view of
workers will be different from leadership based on theory Y assump-
tions. As discussed previously, theory Y should be the basic assump-
tion for volunteer organizations (see Chapter I). Therefore, we can
hypothesize that the more suitable the organizational norms to the
volunteers, the higher the volunteers' support and commitment.
—
mmar>'
-- Organizational climate is an individual's perception of
the totality of organizational aspects: leadership style, inter-
personal relationships, opportunity for personal growth and self-
actualization, involvement in the decision-making process and norm and
working mechanisms. If every aspect of the organizational climate is
positively correlated with volunteer support and commitment, we can
hypothesize that the organizational climate as a totality is positively
correlated with volunteer support and commitment. In other words, the
better the organizational climate, the higher the volunteer's support
of and commitment to the organization and its programs.
The indicators of the organizational climate in this study can be
summarized as follows.
1. the degree of democracy practiced by leaders in the organiza-
tion ;
2. the degree of flexibility of the leaders;
3. the degree of openness of the leaders;
the degree of volunteers' opportunity to share, to gain and
to apply their skills, knowledge and experience;
4 .
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the degree of volunteers' opportunities to share their
opinions and ideas in the decision-making process;
6. the degree of trust given by leaders and other members of the
organi zation
;
7. the degree of recognition offered by leaders and other people
in the organization;
3. the degree that working norms are positive; and
9. the degree of volunteers' involvement in decision-making.
Re_ward as a Determinant Factor of Support and Commit.mpnt
Reward and volun teer's support and commitment
. In the workplace,
reward is recognized by many scientists and managerial psychologists
as a key factor in worker motivation. Skinner (1938) and Franken
(1982) propose that human behavior is governed by rewards and punish-
ment. McGregor (I960)—with his theory Y--assumes that commitment
to objectives is a function of rewards associated with their
environment (p. 34). The terms "rewards" and "rei nforcement" are
often used interchangeably (Luthan, 1977, p. 293). In this study, the
two terms have the same meaning; they are factors- in motivating human
behavior.
One can distinguish between positive and negative, intrinsic and
extrinsic, and primary and secondary rewards (Luthan, 1977, pp. 293-
297). Positive rei nforcement (or reward) strengthens behavior through
presentation of desirable consequences, while negative rei nforcement
strengthens behavior through termination or withdrawal of undesirable
consequences (Luthan, 1977, p. 293). An extrinsic reinforcer or reward
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(money, certificate, etc.), has no direct relationship to behavior
itself, while an intrinsic reinforcer (such as successful completion,
acquisition of new skills, etc.), on the other hand, is a more natural
consequence of behavior (Luthan, 1977, pp. 294-285). "A primary
rei nforcer is initially satisfying to people and directly reduces their
primary motivational drive," while "a secondary reinforcer results from
previous association with a primary reinforcer," according to Luthan
(1977, pp. 295-296).
jj2tri n si c and extrinsic rewards
. The concept of intrinsic and
extrinsic rewards cannot be distinguished in practice. Intrinsic
rewards are mediated by the person himself (Deci, 1971, p. 218) and
are more associated with a cognitive approach. Intrinsic rewards
connote intrinsic factors, while "all intrinsic factors are internal
feelings (Warnimong, 1972, p. 173) and are directly related to the
actual performance (Saleh and Grygier, 1969, p. 446).
Volunteer f iel dworkers contribute their service as a result of
psychological or internal motivations such as a need for growth,
challenging tasks, recognition, and responsibility. Reinforcers
which satisfy these needs may produce internal rewards and internal
feelings. Successful completion of difficult tasks, acquisition of
new skills, and performance up to one's capacity (Castello and Zalkin,
1963, p. 214) constitute internal rewards.
External rewards are mediated by someone other than the individual
himself (Deci, 1972, p. 219) and constitute an external situation
(Wernimong, 1972, p. 173) within the environment (Saleh and Grygier,
1969, p. 446). Money may be considered a type of extrinsic reward
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(Luthan, 1977, p. 295; and Lawler III, 1973, pp. 114-119). Since
volunteer fieldworkers do not receive any payment for their services,
oayment may not be considered an extrinsic reward. But money as an
expression of appreciation for a particular accomplishment or something
extraordinary may be employed effectively as an external reward.
Certificates, attention, or other forms of appreciation provided by
authorities may be considered extrinsic rewards. However, the satis-
faction resulting from a particular reward may affect different persons
differently. Whenever extrinsic rewards are provided regularly, the
motivation for a particular performance may be increased in order to
gain the extrinsic reward, rather than simply to improve the perfor-
mance. Because the use of extrinsic rewards may decrease such
intrinsic motivation, the timing, kinds, and source of rewards are
very important considerations in providing rewards.
Primary and secondary rewards
. Primary rewards refer to innate
reinforcement of people and direct reduction of their motivational
drives (Luthan, 1977, p. 296). Primary rewards are usually used
to reinforce simple human behaviors in natural or unlearned situations.
For example, RDCs who have worked for several hours in village
activities are provided with lunch. This is a kind of primary reward
which satisfies the physiological needs of the volunteers.
Secondary rewards are more complex and must be learned; they are
usually used in more complex behavioral situations (Luthan, 1977,
p. 296). Four common forms of secondary rewards relevant to organiza-
tional behavior have been recognized: attention, approval, affection
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and tokens (Luthan, ,977, p. 296). The attention given to RDCs by
village heads or other officials for particular projects or activities
could be in the font of awards, support, supervision or other formal
rewards. Approval such as a visual stimulus (e.g. smile, nodding
nead), verbal statement (e.g. word of approval or suggestion) or some
combination given to RDCs by village heads and other authorities can
be a secondary reward for RDCs. Genuine affection such as a physical
or visual expression of the authorities and other villagers can be
a kind of secondary reward that may reinforce volunteers' support and
commitment. Tokens of money are other kinds of secondary rewards that
are widely used in business.
Kinds of rewards. The effect of rewards is not the same for
different individuals, organization and environments. The rewards
for RDCs will be strong reinforcers if they relate to the needs and
expectations of volunteers. Isley and Niemi (1981) suggest that
rewards should conform to the type of volunteer; "the calculative
volunteer is motivated by expected extrinsic rewards, the participatory
volunteer by social needs, and self-actualizing volunteer by intrinsic
rewards, or personal growth" (p. 34). Leavitt (1977) suggests that we
need to rethink reward systems based on physical and safety needs
(p. 21). Volunteers are, of course, not motiavted by physical or
economic needs. But in an environment where the authorities have much
power, and citizens are still in the r,,rcess of realizing their power
and rights, safety needs still have to be considered in deciding
rewards for volunteers.
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There are some important rewards which have been established in
large organizations such as schools, armies, and 4-H Clubs in the
Umted States. These include recognition, appreciation, promotion,
and opportunity for self-actualization, and tokens. These are now
di scussed.
Recognition
. Isley and Niemi (1981) define recognition as a
personal, honest acknowledgement of the efforts of volunteers by
volunteer supervisors which serves as an important motivational factor
for volunteers (p. 92). Naylor (1967) states that "kind of recognition
given must reinforce his feeling of worth to himself and to the
organization and his conviction that what he is doing is significant
and worthwhile" (p. 68). Therefore, we can hypothesize that the
greater the volunteer values the rewards given, the higher his/her
support and commitment will be.
Recognition can be something such as a medal, a certificate, an
announcement of the completion of a project in a meeting, or a cele-
bration. It can also be informal such as the assignment of signifi-
cant tasks and responsibilities by village heads or subdistrict
admi nistrators
.
Appre ci ati on . Appreciation relates closely to self-esteem needs.
Naylor (1967) says that volunteers may participate in an organization
to seek prestige and appreciation, as discussed previously. There-
fore, we can hypothesize that thz more the volunteer perceives that
the organ izat ion appreciates him/her, the higher his/her support and
commi tment
.
98
Appreciation can be in the form of recognition of one's perfor-
mance. It can be verbal or non-verbal, or involve a physical sign.
Genuine appreciation which is expressed in a very wise and careful
manner will create deep impressions in the volunteer fieldworkers.
The ways of showing appreciation or respect are different in different
cultures. However, a genuine smile is effective reinforcement in most
cultures
.
Opportunity for sel f-actualization and growth
. The opportunity
to apply ideas, knowledge and skills is a type of intrinsic reward
to volunteers. Opportunities to attend training to acquire new
skills are among the most common forms of volunteer motivation
(Naylor, 1967; lisle and Niemi, 1981; and Routh, 1967). Opportunities
for promotion to more responsible and challenging tasks and positions
is one of the most important rewards for volunteers and paid workers.
Strauss and Sayles (1972) state that the key element of a program's
success is the opportunity for highly motivated individuals to attain
more responsible and highly paid positions. Vroom (1969) writes that
"morale was found to be highest among subjects who received but did
not expect promotion, and lowest among subjects who expected promotion
but did not receive a promotion" (Deci, 1983, p. 102). Promotion to
more responsible and challenging tasks seems to be an effective
reinforcer for higher performance and support and commitment to
organizations and their programs. Therefore, it Can oe hypothesized
that the greater the volunteers' opportunity to attain the highest
positions and perform more responsible and challenging tasks, the
higher the volunteer support and commitment.
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Training in Improving Vol unteer Ability and Motivation
As discussed previously, participation is mainly determined by the
willingness (motivation) and ability of volunteers to participate.
Training is one of the approaches to improve the ability and willing-
ness of volunteers to participate. Training is one approach to
improving the performance of volunteers for the good of the organiza-
tion by improving their ability (skills and knowledge) and motivation
(Miller and Verduin, 1981; Isley and Niemi, 1981; and see also Knowles,
1980).
According to Strauss and Syles (1972), the efficiency of any
organization depends directly on how well its members are trained
(p. 440). Furthermore, they also state that training motivates the
employees to work harder and that the success of any training program
is a direct function of the success of other aspects of personnel
programs (p. 457). Naylor (1967) states:
...training is a very effective tool for focusing the
efforts and coordinating various parts of the whole.
Training offers an objective, off-the-job way to communicate
with the more distant and newer parts of the organization,
as well as a means of renewing and updating old hands.
Training events are key opportunities for leaders, both
volunteer and staff, to influence and inspire the membership,
to give members a sense of purpose and a feeling for the
importance of the assignments they are undertaking, (p. 123)
Generally, the training can be classified into induction training
for new employees, training in new techniques, remedial training,
aiding displacement employees, training for advancement (Strauss and
Sayles, 1972, pp. 442-446), and training for a new hobby. Training for
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new employees or volunteers usually preceeds jobs or tasks undertaken
in the organization. Th,s can also be a kind of orientation program.
A carefully planned orientation-induction program will help a new
employee (or a potential volunteer) identify with the organization and
its procedures and give him some appreciation of the significance
or the work he will be doing (Strauss and Sayles, 1972, p. 442;
Naylor, 1967, p. 123). In any program, volunteer workers need
preparation and training in order for their contribution to be as
effective and satisfying as possible (Aves, 1967, p. 130). Further-
more, Aves (1969) suggests that the importance of training social
workers lies in giving them information to understand and be familiar
with the tasks and functions, and in providing them with the skills
and knowledge needed to carry out their tasks and responsibilities
(pp. 130-168). The skills, knowledge and information that the
volunteers receive from training will help them understand and
accomplish their tasks and responsibility, and to understand the
organization and its procedures. The skills and knowledge, therefore,
will also help them overcome the fear and anxieties that are bound to
arise on new jobs (Strauss and Sayles, 1972, p. 442).
According to Strauss and Sayles (1972), training means changing
an individual's thinking or methods of performing a particular job or
skill (p. 457). Volunteers who receive training might begin to regard
themselves, or be regarded by others, as having some kind of r ^ofes-
sional qualification and become increasingly acceptable to professional
colleagues (Aves, 1967, p. 130). Therefore, training might fulfill
the self-esteem and self-actualization needs of volunteers besides
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orepanng them with skills and knowledge to accomplishing their tasks
and responsibilities as volunteer fieldworkers
.
The training should start with the felt needs of trainees. As
discussed previously, these needs may include psychological needs
(safety needs, belongingness and love needs, self-esteem needs, self-
actualization needs, and transcendental needs) and in particular,
needs dealing with volunteer tasks and functions. To the extent that
training addresses these needs through one or other means, volunteers
who receive it will satisfy their needs. This satisfaction, in turn,
will motivate trainees to support the program that made it possible
for them to meet their own needs.
In Indonesia, RDC training is being developed by the Training
Center in i v1a 1 a n g to identify appropriate methods and content based on
needs assessments conducted in rural areas with potential RDCs.
According to a guideline given by the Directorate General of Rural
Development (1984), the content of RDC training should include:
1
.
Group process and self-organizing skills 4 hours
2. Basic integrated rural development policy 10 hours
3. Leadershi
p
9 hours
4. Communication and motivation techniques 11 hours
5. Integrated rural development management 11 hours
6. Village development issues and resources 14 hours
7. Integrated rural development planning 11 hours
8. Integrated rural development implementation 6 hours
9. Supervision, evaluation, monitoring and reporting 12 hours
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10. Maintaining and developing integrated rural
development results (follow-up)
1 1 . Field-work
12. Developing RDC work-plans, debriefing and
eval uati on
13. Opening and closing training activities
Total
7 hours
30 hours
10 hours
5 hours
140 hours
(PP- 5-8).
The training is conducted over a two-week period at district
training centers or in one of the villages in particular subdistricts.
Training methods include lecturing, group discussion, role plays,
simulation, group or individual assignments, field-work, etc. The
trainers are expected to function as facilitators of the training
process. Trainers of trainers are trained in Malang using the same
materials and trainers. Therefore, the training content and process
hopefully is uniform throughout the country. Flexibility may be
exercised in the training activities and delivery systems used for
particular regions or training events.
Accommodation and transportati on are provided for the trainees by
the government. Since the activities take place 10 hours every day,
the trainees must stay at the training center during the training
period.
In terms of the training process, materials, and content, it is
safe to assume that the training is relatively accommodating to the
needs and interests of the trainees who deal with village development
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programs and activities. Because of the limited educational background
ot trainees who mostly come from rural villages, the training content
(skills and knowledge) is likely to be new to most trainees and
interesting as well to those who are willing to acquire or share new
ideas, knowledge, and skills. Therefore, we can hypothesize that the
more trainees (volunteers) are satisfied with the training, the greater
their support will be of the volunteer organization and its programs.
ihe satisfaction of volunteers or trainees could be assessed in
terms of:
1. training contents, (usefulness and interest),
2. learni ng material s
,
3. trainers' attitudes and skills,
4. trainee accommodations and meals,
5. training management, time availability, treatment of
trainees, etc.
Indicators can then be derived from each of these aspects.
Bio-Demographic Factors as Possible and Definite
Compounding Factors to Volunteers' Support
and Commitment
There are many other factors that may affect or relate to the
support and commitment of particular programs by volunteer field-
workers. In this section, the discus^'on will focus on bio-demographic
factors: sex, age, marital status, education, occupation, family
size, and family income. These are possible and definite compounding
factors which have been tested in the field research (see Chapter IV
104
and VI) to determine their relationship to support and commitment.
Possible Compounding Factors
Sex. Numerous studies have been conducted about sex and partici-
pation. A difference in the amount of social participation was found
between men and women (Meister, 1984, p. 87). But these studies did
not snow the difference in the degree of participation, which is
determined by their interest in particular programs or activities.
Smith (1980) says that no consistent relationship between gender and
participation in quasi-formal or informal activities can be found in
many relevant studies (p. 159). In societies where women are
restricted to certain jobs and activities, their participation may be
limited. This means that their degree of support and commitment would
not be less than that of men, given equal opportunity to participate.
Therefore, where no such restrictions exist, there is no significant
correlation between sex and the degree of volunteer support and
commi tment.
Marital status
. There is no adequate information about the
relationship of marital status to degree of participation. Yet, most
volunteer activities are carried out by both single and married
persons. This is also true in Indonesia. Although systematic data
about this relationship is lacking, especially in Indonesia, informal
observation suggests that there is no significant correlation between
marital status and degree o, volunteer support and commitment.
Education
. Meister (1984) shows that the level of education is
among the independent variables generally and significantly correlated
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with Participation (p. 86). Smith (1980) says that people who have
attained relatively high levels of formal education seem more inclined
both to participate in community organization and in planning related
activities and to become formal members of organizing groups (p. 158).
However, if uneducated 'i ndi vi dual s receive adequate training before-
nand, they may show the same degree of participation as a formally
educated person. Furthermore, if such individuals are provided the
opportunity to participate in those parts of the program which is
within their capabilities, they may work harder than educated people.
Therefore, it can be hypothesized that there is no significant
relationship (directly) between the level of education and the degree
of volunteer support and commitment.
Occupation
. Smith (1980) says that occupational variables relate
to participation (p. 158), although the relationship mostly deals with
the specific interests and activities of participants. That participa-
tion may relate to the needs and abilities of participants is well
established. One who has a particular occupation may have particular
skills, knowledge and interests and may be interested in particular
volunteer organizations or activities for that reason. However, this
does not mean that a different person with a different occupation will
have a different degree of support of and commitment to particular
volunteer programs. Therefore, it is reasonable to hypothesize that
there is no correl^fh .. between occupation and volunteer support and
commi tment.
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Definite Compounding Factors
Annual family income. In a traditional agricultural society, it
is difficult to distinguish between the incomes of husband and wife
and other family members. In rural areas of Indonesia, most families
work together. Even though they sometimes have clear tasks and
responsibilities, the monetary value attached to the time and energy
expended is difficult to measure. Therefore, the income of the family
should be considered in terms of the total value of the production of
their land and the other income of the husband, wife and children in
the family that comes from working for the government or private
business or as a laborer for other villagers. It is difficult to
calculate the exact amount of income, except in the case of payments
from the government and private business. Therefore, annual income
will be determined by the respondents' statements about the average
annual income of all family members and their production on the land.
Smith (1980) shows that the participation rate is lower among
lower income families (p. 157). Mester (1984) says that the standard
of living is found to correlate with participation (p. 84). Blomberg
and Rosenstock (1968) found that participation rates are lowest among
families receiving public assistance (Smith, 1980, p. 157). Even
though this factor is not considered an independent factor in this
study, it is hypothesized that there is a correlation between family
income and ''~I .nteer support and commitment, and also between family
income and the other independent factors.
Family size . There is no adequate information or research
findings about the relationship of family size to degree of
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participation. In daily life the members of larger families have more
opportunity to socialize with each other than members of smaller
families; therefore, they will be more concerned with each other
and have more opportunity to learn about other people and their needs,
problems and usefulness. One would expect that individuals from
larger families have higher degrees of motivation to help others, to
understand others, and to work well with others. Therefore, it is
hypothesized that there is a correlation between family size and
volunteer support and commitment, and between family size and the
other independent and definite compounding factors.
A^e. Most psychologists agree that in general, the most produc-
tive age is between 18 and 60 years. For physical work, for example,
the productive age range is usually 18 to 55 years. In Indonesia, a
laborer should be retired at age 55, while professionals, such as
university professors, may be retired at age 65. Smith (1980) shows
that those who are engaged in community problem solving are mostly
middle age persons (35 to 65) (p. 159). In a country with a higher
life-expectancy such as the USA, the upper limit of middle age may be
65, but the countries where life-expectancy is lower (50 to 55 years).
Therefore, the average age of most productive volunteers in Indonesian
community and rural development is probably lower.
The new requirement age for the RDC program in Indonesia is
be*wo.. 20 and 45 years, which is assumed to De the most productive
age there. Differences in age may relate to differences of experience
in life and in dealing with community problems. However, this does not
guarantee that a specific age will determine the support and commitment
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of RDCs. Therefore, in this study, it is hypothesized that there is
no direct and significant correlation between age and volunteer
support and commitment. However, age may have relationships with
other independent and definite factors that will be explored in this
study
.
CHAPTER IV
RESEARCH PROCEDURES AND METHODOLOGY
Introduction
AS mentioned in Chapter I, the research for this dissertation was
conducted mainly in the field in Indonesia. To some degree, this
research can be considered an ex post facto research, since no factor
was manipulated or controlled for experimental purposes. This research
also can be considered exploratory research since it intends to explore
other possible factors which may affect the support and commitment of
volunteer fieldworkers in Indonesia.
To get a more comprehensive picture about volunteer fieldworkers,
especially their psychological backgrounds in the Indonesia geographical
and cultural context, case studies were conducted in two selected field
sites. To gain an in-depth understanding of volunteer motivation,
commitment and support, in-depth studies were conducted for every
individual RDC in those two cases.
Selecting Field Sites'
To get a more specific and comprehensive picture of a sample
community, the study focuses on three levels of village development
in Indonesia. However, the results of this study may be applicable
to other types of communities with some degree of modification.
Three levels of village development (swadaya, swakarya, and
swasembada--see Chapter I) have been established by the government
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based on standardized criteria developed by the government. The
development level of a given village may change according to evaluation
results conducted by the government for every village every year. A
village at "swadaya" level may improve to a "swakarya" level whenever
the village fulfills the requirement for that level. Most villages
are now at "swakarya" and "swasembada " levels. The Indonesian govern-
ment intends to develop all villages to the "swasembada" level by the
end of the Fifth Five-Year Development Plan (1993). To accelerate the
development of the villages, RDCs have been or will be established in
all villages to motivate, coordinate and guide the local people's
participation in solving their problems.
The policy of the government is that RDCs be formally assigned
to take special training, and that all existing RDCs be trained.
The field sites chosen for this study are subdistricts which have at
least two levels of village development and in which the RDCs have
been trained for the same duration (three consecutive years) with the
same curriculum, trainers, and delivery systems.
Some national trainers for RDCs who visited the University of
Massachusetts for a short training program recommended the District
of Malang as an appropriate field site for this study. The director
of the Village Endurance Directorate, Ministry of Home Affairs,
suggested District Grobogan. Based on available information in the
Directorate General of Community Development, Ministry of Home Affairs
and a pre-survey conducted in the Districts of Malang (East Java--
see Map 5) and Grobogan (Central Java--see Map 3), subdistrict
Ngaringan in Grobogan District was selected as an appropriate field
in
Site for this study. All villages in Ngaringan have RDCs who have
been trained in three consecutive years (1981, 1982, and 1983).
Kasembon in the District Malang which has newly trained RDCs was
selected as a comparative field site.
The Ngaringan subdistrict has six "swakarya" villages and six
'swasembada" villages. It is located on the boundary of the Grobogan
district and the Blora district (Central Java) and on the route to the
municipalities of Purwodady and Blora (see Haps 3 and 4). Most of the
villages in the subdistrict have almost identical geographical charac-
teristics, levels of homogeneity, living standards, traditions and
occupations. Geographically, the subdistrict is not isolated from
other areas and communities. It is about 100 kilometers from Semarang,
the capital city of Central Java Province.
Kasembon has three "swakarya" villages and three "swasembada"
villages. It is located in the Malang District (East Java--see Maps
5 and 6), about 60 kilometers from Malang City. Most villages are
mountainous. A majority of residents earn their living through
agricultural work. The Kasembon subdistrict is characteristic of
southeast Java in that there are only three villages in Kasembon which
have newly trained RDCs.
Population and Sample
The population of the study is the RDCs from villages in Ngarin-
gan and Kasembon subdistricts which have roughly equivalent
characteri sties . All villages are typically poor areas. All existing
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Research Design
Factors
The following are some of thefactors which were expected to be
discovered and tested in this study.
Dependent factor
. It is assumed that psychological benefits or
satisfaction is strongly correlated with the motivation of volunteers
to supporting rural development programs and activities (see Chapter
III). Therefore, the dependent factor in this study is specifically
volunteer support and commitment in rural development programs and
activities.
In dependent factors
. Independent factors or predictor factors
consist of two groups: internal factors and external factors. The
internal factors discussed in this study focus on RDC expectations in
volunteering. The indicators of the expectation were developed from
Maslow's concept of needs and expectations, Moulton's transcendental
needs, Herzberg's hygiene and motivation factors, and the expectation
theory of Vroom and Lawler III (see Chapter III).
Compounding
. There are some other compounding factors which may
affect volunteer support and commitment for rural development such as
sex, age, occupation, marital status, education, family size, and
annual family income (see Chapter III). Purposive random sampling was
employed to eliminate these factors. Statistical analysis also was
employed to find the extent to which these factors correlate with
other factors.
Schematically, the relationship among factors is il lustrated in Figure 4.
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Measurement
^pectatiQn - Vo^nteer expectation is derived from volunteers'
statements about what they want to obtain from volunteering. The ex-
pectation is broken down into specific expectations concerning particu-
lar needs (e.g., safety; social, love and belonging; self-esteem; self-
actualization; and transcendental). The sacle for the indicators of
this factor is:
very high high moderate low very low none
Organizational climate. Organizational climate is measured by the
perceptions and feelings of RDCs toward leadership style, interpersonal
relationships, personal growth opportunities, and norms in the organi-
zation (village administration and LKMD)
. The scale for this factor
is. very hi gh--ni gh--moderate--l ow--very low--none
Perce ption of and satisfaction with reward system . Perception of
and satisfaction with the reward system is measured by examining RDCs 1
statements for feelings about recognition, certificates, gifts, promo-
tion and expressions of appreciation (both verbal and non-verbal
--see
Chapter III). The scale for this factor is: very high--high--
moderate--l ow-- very low--none.
Training system . This factor is measured by perception of RDCs
toward content, delivery system, accommodation, and management of
training. The scale for this factor is: very high--high--moderate
—
low--very low--none.
Volunteer support and commitment
. Volunteer support and commit-
ment is measured by the performance of RDCs' performance and their
availability to support rural development. Their performance may
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include attendance at meetings and activities in village development
programs, frequency of participation in village development activities,
and perceptions of programs. Their contribution may be observed in
terms of physical work, ideas and opinions expressed, and other monetary
support. The scale for this factor is: very high-high-moderate-
1 ow-- very low--none.
Other factors
. The a^e of respondents is indicated by the age at
the last birthday before the end of March 1984. Annual family income
is the total income of the husband and the wife and their children for
one year expressed both in rupiahs and in U.S. dollars ($1.00 for Rp
1,000.00). Family size is the total number of people sharing one
kitchen and recognizing one family head. Marital status is broken down
into the categories of single, married, and divorced. Education is classi-
fied into the categories of illiterate, elementary school drop-out,
elementary school completion, junior high school drop out, junior high
school completion, senior high school drop-out, senior high school com-
pletion, college drop-out and college completion. Occupation is class-
ified into the categories of unemployed, farm worker, village staff,
farmer, small trader
,
retired, government employee/teacher/army
,
trader
and others. The final factor is sex (male or female).
Hypotheses
In this study, hypotheses are used as guideli nes for gatheri ng and
analyz. ng data. The major hypothesis which underlies the research is:
Volunteer support and commitment is the result of interaction
between internal factors (expectation) and external factors
-
(organizational climate, reward system, and training) .
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This main hypothesis yields the following sub-hypotheses:
here is a pos i ti ve correl ation between the degree of volunteer
expectation and the degree of volunteer support and commitment.
2. There is a positive correlation between the degree of
volunteer feeling toward and perception of the organizational
climate and the degree of volunteer support and commitment.
There is a positive correlation between the degree of volun-
teer feeling toward and perception of the reward system and
the degree of volunteer support and commitment.
4. There is a positive correlation between the degree of
volunteer feeling toward and perception of the training
system and the degree of volunteer support and commitment.
5. There is a positive correlation between each of the
independent factors.
Other hypotheses concerning relationships between independent
factors, group factors, and compounding factors are developed in
the analysis of the data. The purpose of the data analysis is to find
central tendencies and significant correlations among these factors.
These additional hypotheses were not tested in this study; however,
they supplement the analysis of data gathered on the major hypothesis.
Data Collection Techniques, Resources and Procedures
Data collection techniques and resou rces. Data were collected
using the techniques of interview (unstructured and semi -structured)
,
observation and documentation. These techniques are described in the
following section.
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Documentation
. Documentation in the form of records and
reports which relate to RDC programs and activities was obtained from
various offices (as mentioned in Chapter I). The information in the
documents was useful mainly in selecting the research field sites,
designing the research program, preparing the field sites and selecting
respondents. Data that were directly useful for discussing individual
RDCs were obtained from reports and records available at district,
subdistrict and village offices.
Unstructured interview
. To obtain unpredictable information
from various sources, the unstructured interview is the most appro-
priate technique. In this case, the respondents of the unstructured
interview were village heads and staff, subdistrict administrators,
district and subdistrict community development officials, and other
resource persons who provided supplementary information about village
development programs and expressed opinions about the motivation and
activities of volunteer RDCs.
Semi
-s tructured interview
. The semi
-structured interview
was employed to obtain information from RDC respondents based on the
following considerations:
(1) Respondents in this study generally were not familiar with
questionnaires. Therefore, the interview was considered the
most appropriate technique to use with them.
(2) Interviews would enable the researchers to develop good
rapport with the respondents and to deal with any misunder-
standing which might occur during the interviewing.
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(3) The nature to the data to be collected (i.e., feelings,
opinions or perceptions about needs, expectations and other
factors) made it advantageous to use in-depth interviewing.
Also, in-depth interviews would allow the researchers to
obtain further information about particular issues or
questions which might arise during the interview process.
(4) By USi " 9 an 'Purview guide, the researchers would have a
general outline which would keep the interviewing process
pertinent to the purpose of the study and force the inter-
viewer to ask important questions. In addition, the
interview guide could be used as a record of the interview
resul ts
.
From semi
-structured interviews conducted with forty RDC respon-
dents in Ngaringan and twenty-four RDC respondents in Kasembon, in-
depth information was obtained about their expectations in volunteering
for rural development work, their feelings and perceptions about the
organizational climate, reward system, and training events, and their
personal backgrounds such as family size, family income, and other
acti vi ties
.
Qbse rva ti on
. Observation was employed mainly to obtain
information about the activities and performance of RDCs in specific
rural development programs and to complete the information about the
performance of RDCs in supporting village development programs.
Observations also were made of the non-verbal behavior of respondents
when answering questions. Other information supplied by observation
125
concerned respondents' housing conditions, living environment, and
events at respondents' home during interviewing.
Interview guide . As noted above, the interview guide is a supple-
mentary instrument for the semi
-structured interview. The interview
guide used in this study consisted of seven groups and three types of
questions (see Appendix A). The seven groups can be described briefly
as follows:
Group 1: Personal Background
ihis group of questions was intended to obtain general information
about the personal background of RDCs such as name, sex, occupation,
education, age, marital status, family size, and family income.
Group 2: RDC Training
These questions were aimed at collecting information on whether or
not the respondents had received training as RDCs; how they felt about
the training content, delivery system, accommodations and organiza-
tional climate in the training; if they were satisfied with the
training; and other comments about the training.
Group 3: Volunteer Expectation
The questions in this group were intended to obtain data about
the expectation of RDCs in joining programs and activities and if they
were satisfied with their experiences as RDCs. This included
questions concerning general expectations, safety needs, belonging
needs and the need to be loved, self-esteem needs, self-actualization
needs and transcendental needs.
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Group 4: Organizational Climate
The questions in this part were intended to provide information
about the interpersonal relationships among the members themselves and
with village leaders, staff and/or villagers; the opportunities avail-
able to express their opinions, ideas, and feelings; the materials and
moral support given; the opportunities to actualize their potential
skills; and their perceptions of and feelings about the equality of
their treatment; and the opportunities and benefits they gained from
volunteering in village organizations and sub-organizations (LKMD,
village administration, and LMD)
.
Group 5: Reward System
The questions in this part focused on the kinds of rewards
offered, who offered the rewards, how the rewards were given, and
how the RDCs felt about the rewards.
Group 6: Volunteer Support and Commitment
The questions in this group provided information about the RDCs'
attendance at meetings that concerned village development programs and
activities, their readiness or willingness to support village develop-
ment programs and activities; whether they would support village
activities at the request of village heads or by their own initiatives;
and their ideas for accomplishing and accelerating village development.
Group 7: Other Questions
The questions in this group were intended to gain information
about other possible issues related to this study which might arise
during the interview process.
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I^-^uestlo^. The groups of questions were not
separated or strictly distinguished from one another, although some
of them became slightly overlapping or complementary due to the
indistinguishable nature of the factors at times. There were three
types of questions: closed-ended questions, multiple choice or rating
scale questions, and open-ended questions. The close-ended questions
were employed to search for information that could elicit specific
answers from the respondents. The multiple choice or rating scale
questions were employed to obtain data which would be analyzed in terms
of the degree or values of the factors considered. The open-ended
questions were intended to uncover unpredictable information on
particular issues and to gain a deeper understanding of particular
factors or other questions.
Other devices
. Other devices such as cameras and tape
recorders were used in addition to the interview guide. Every
research assistant was provided with a tape recorder and at least 20
cassettes each of 90 minutes duration, and every subdistrict was
equipped with one camera. The researchers endeavored to record every
aspect of the interview process by using interview guides, tape
recorders or cameras when the activities occurred.
Data collection process
. The data collection process is described
briefly in the following set of steps.
Studying documents . From the documents available at various
offices mentioned previously, it was found that the training programs
for RDCs had been conducted in almost 5 percent of the 66,159 villages
in the whole country (see also Table 1-1). This figure is increasing
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smce training is being conducted continuously. The goal is to train
by the end of the Fifth Five-Year Development Plan (1993).
About 30 percent of 3,317 subdistricts had been practicing the
UDKP system, and approximately 10 percent of these subdistricts had at
least one village with trained RDCs. Among those subdistricts, it
was found that all villages in a subdistrict of Hgaringan (Central
Java) had trained RDCs. The training had been conducted in three
consecutive years-1981 to 1983-and funded by UNICEF and by national
and provincial budgets.
Preliminary field visits
. Having gained the information in
step 1, this researcher visited the district of Malang and Grobogan
and Community Development Directorate district offices in both dis-
tricts to obtain more complete data about RDC field programs and
activities. Three out of the sic villages in Kasembon subdistrict
had twenty-four trained RDCs (six other RDCs had moved to other sub-
districts). One village head had just begun consolidating the existing
RDCs in his village. In two other villages, the RDCs had completed
their training just three months earlier. Up to that point, no signi-
ficant activities had been organized by RDCs in this subdistrict.
Compared to subdistrict Kasembon, Ngaringan had RDCs for all of
its villages. Theoretically
,
this subdistrict had been expected to
have more complete data and longer experience in rural developments
than other subdistricts in Indonesia. Therefore, it was decided tn
choose Ngaringan subdistricts as the main field site for the study.
However, Kasembon subdistrict was kept as a supplementary field site.
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Pie£ann 9 research fieldjntes and research
Research field sites were prepared in terms of administration,
accommodations for research assistants and the researcher, and
rapport with subdistnct and village staff, village leaders and other
v i 1 1 agers
.
Five research assistants {Diah Mindayam, Sri Rezeki
, Nadiah
Rasyad, Zainudin, and Julius Usman) were selected to conduct interviews
and do observation. These individuals are university graduates who had
been the researcher's students for a few years. Three research
assistants were placed in Ngaringan and two others in Kasembon for four
months to live among villagers and take part in village activities.
Unfortunately, only two of the three research assistants were
able to speak the local language (Javanese) fluently. Of the
research assistants who were able to speak the local language, one was
placed in Ngaringan and the other in Kasembon. It was fortunate,
however, that the respondents were able to speak Indonesian since most
villagers understand the Indonesian language. Therefore, language was
not a great problem in the interviewing process.
Orientation and training period for research assistants
. The
tesearch assistants were given three weeks to get acquainted with the
villagers and the respondents and to find periods when they would be
available for questioning. During this time, the research team made
efforts to get in touch with respondents both formally informally.
In some villages, meetings with RDCs were convened jointly by the team
and the village heads. The research assistants also became involved
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In some village activities and visited villagers' homes to discuss
their common problems.
Co llecting data
. During the fourth week in the field, the
research assistants began to collect data from village staff members
and to test the interview guide on six randomly selected respondents
who were not among the respondents selected for the sample. From this
preliminary test, several weaknesses in the instrument were discovered:
(1) The interview guide that had been written in academic
English and then translated was very difficult for villagers
to understand.
(2) Research assistants did not understand some questions very
well and, consequently, often misinterpreted them.
(3) Research assistants had not practiced techniques of
questioning enough. As a result, the interviewing process
became very monotonous and few data were collected.
(4) Research assistants believed that they were limited strictly
to the written questions and were not allowed to elaborate
upon the questions and the process, when, in fact, they were
expected to elaborate.
(5) About three hours were needed to go through all the questions
in the interview guide. This was found to be boring both to
researchers and respondents.
The following steps were taken to cope with these w aknesses:
(1) To improve the research assistant's understanding of the
objectives of the study and the content of the interview
guide, a few days were set aside to discuss the proposal, the
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research techniques, and the information to be obtained from
the instruments.
(2) As a result of this discussion with the research assistants,
thirteen items or questions were rewritten, two questions were
combined into one question, and three questions were
rearranged
.
(3) Peer exercises were conducted among the research assistants
to improve their questioning skills.
(4) Tape recorders were used intensively during the interview
after asking permission from the respondents to record the
i ntervi ew
.
(5) The interview for every respondent was spread over two or
more sessions lasting no more than two hours each. Interview
sessions were scheduled at the convenience of the respondents.
If a respondent was uncomfortable being interviewed with a
tape recorder, the interview process would be repeated at
another time without the tape recorder.
(6) Interviews were conducted in a relaxing atmosphere. Sometimes
the research assistant changed the techniques of questioning
according to individual respondents and situations. However,
they were always relevant to the line of questioning in the
interview guide.
(7) The researcher had only indirect 1‘ > vol vement in the inter-
viewing to avoid potential bias from being perceived as a
government official
.
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(8> fle9° tiatl °n = «ith individual respondents were held at least
one day before the actual process. Because of the daily
activities of respondents, the interviews were mostly
conducted in the afternoons and evenings.
(9) Each research assistant in Ngaringan was responsible for
collecting data from 12 to 15 respondents in four villages
within three months. Besides collecting data from respondents,
the research assistants also collected data about village
statistics and village development programs and took part in
village activities when time permitted. The research
assistants also collected data from sources such as village
heads, staff, and leaders, subdistrict officials, staff,
leaders, and other district officials and staff who were
engaged in RDC program and activities.
Data Analysis
The main statistical techniques employed in this analysis are
central tendency, Pearson's correlation, and multiple regression and
correlation. Central tendency such as mode, mean, median, standard
deviation and variance are employed to find the average tendencies
of the frequencies of every factor and item in both cases. The purpose
of chi-square is to see if pairs of factors are statistically
independent or dependent according •; i some degrees of probability.
Pearson s correlation is used to discover the degree of relationship
between two factors. Regression analysis is employed to find to what
extent a single factor or group of factors relate or contribute to RDC
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support and cogent, and to detune if one factor or a group of
factors is (are) significantly able to predict volunteer support and
commitment.
A more complete analysis using a whol istic-humanistic approach is
employed in some individual cases to gain a deeper insight into the
psychological background of volunteering in rural development programs
and activities.
CHAPTER V
VOLUNTEER FIELDWORKERS
’ ACTIVITIES, SUPPORT
AND COMMITMENT, AND ITS CONTEXT
Geographical, Social, and Cultural Context
of Rural Development Cadres
Before discussing volunteer fieldworkers' support and commitment
and other factors in more detail, it is important to discuss briefly
'.he context in which RDCs assume certain characteristics. In this
section, the discussion is limited to factors that may have some
influence on the RDCs but are not tested in this study.
Geography
The subdistrict of Ngaringan measures 21 kilometers from north to
south and 11 kilometers from west to east. It has an area of about
116.72 square kilometers, consisting of 40.46 square kilometers of wet
rice fields, 39.02 square kilometers of dry land (for housing and yards),
27.99 square kilometers of public forest, and 9.24 square kilometers of
other kinds of land (cemeteries, canals, roads). Eleven out of twelve
villages in Ngaringan are relatively flat; the other village is mostly
mountainous.
The only asphalt road runs from west to east. Other roads are
neither well constructed nor paved. Most transportation vehicles
consist of cars, Duses, trucks, motor bikes, and bicycles. Traditional
vehicles such as "pedati" (two-wheeled dogcart pulled by one or two
cows) and "dokar" (two-wheeled dogcart pulled by one or two horses)
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nave now almost disappeared from this area. During the rainy season,
most village roads are almost impassible for cars, trucks or other
modern vehicles. The safest way to enter the interior of this area
is on foot.
Kasembon subdistrict is a small subdistrict among twenty sub-
districts in the district of Malang. Kasembon borders the subdistrict
of Mgantang in the southeast (see Map 6). Kasembon is about 57.70
square kilometers in area. It measures about 16 kilimeters from west
to east and 10 kilometers from north to south. Approximately 50.5
square kilometers of land is public forest, and the rest is dry field
farming, wet rice fields, housing and roads.
An asphalt road in the northern part of this subdistrict connects
Malang city to Kediri town, and Kasembon to Mandalan village in the
southern part of this area. Most villages are connected by village
roads which are very muddy in the rainy season and dry a few hours after
the rain stops. Vehicles include cars, trucks, motor bikes, bicycle and
some
M dokar". But in the most mountainous villages such as Pait, the
usual way to enter the village is on foot.
Demography
The subdistrict of Ngaringan has 48,731 inhabitants (1983)
consisting of 24,455 males and 24,276 females. The population density
of villages in this subdistrict varies from 241 to 826 per square
kilometer. The ave, age population density of the villages is 418 per
square kilometer, which is below the average population density for
Central Java (742, according to Biro Pusat Statistik, 1983, p. 44).
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The village of Truwolu is the most populous village in this subdistrict
with a population density of 862 per square kilometer and Tanjungharjo
is the least populous village with 241 people per square kilometer.
The subdistrict of Kasembon has 25,283 inhabitants consisting of
12,412 (49.18%) females and 12,346 (50.82%) males (February, 1984).
The population density of the villages varies from 283 (Pait) to 623
people (Sukosari) per square kilometer. The average population density
of all the villages is 437 people per square kilometer, which is below
the average population density for east Java in 1980 (609 according to
Biro Pusat Statistik, 1983, p. 44).
About 95 percent of the population in these two subdistricts are
Javanese; only a small number are of Indonesian, Chinese or other
Indonesian ethnic descent. Therefore, the population of these areas
can be considered relatively homogeneous.
Living Activities and Income
Even though the geography of both subdistricts is different, most
villagers earn their living through cultivating their land of from
other types of farm work. Approximately 80 percent of the population
depends on farm work. The rest of the population includes civil
servents, teachers, army personnel, small traders, and the unemployed.
The soil in Ngaringan appears to be less fertile than the soil in
Kasembon, but the productive land owned by villagers in Ngaringan
(50 percent of the area and 0.08 hectare per capita) is more than the
productive land owned by villagers in Kasembon (30 percent of the area
and 0.05 hectare per capita). According to the records of Community
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Development district offices in Malang and Grobogan, average annua,
production of villagers is $47.50 per preson in Kasembon and $86.00
in Ngaringan in 1983.
ihe living standard, as determined by observing the life styles,
housing conditions, and environmental conditions of the two areas,
appears to be higher on the average in Kasembon than in Ngaringan.
This may be explained by the fact that almost 50 percent of the
productive land in Ngaringan belongs to village heads and staff or is
communal village property. Much of the remaining land belongs to a
few relatively rich people in the villages and to outsiders. In
addition, some villages in Kasembon have no "bangkok desa" and the
others have smaller "bangkok desa" than those in the Ngaringan
village. As a result of pooling property, the village heads and staff
in Ngaringan have relatively more power than their counterparts in
Kasembon, except in the poorest village in Kasembon.
Kasembon has many water sources in the mountainous areas;
therefore, in the dry season, most wet rice fields in Kasembon are
still productive. This situation is different from Ngaringan, where
the dry season is so dry that there is not even enough drinking water
for the people.
Most plantation crops in Kasembon are harvested continuously
throughout the year, and the yields usually are not recorded. The
statistical employees at the subdi strict level are not capable of
measuring and recording the values of the crop production, or they
sometimes do not consider small production important enough to be
recorded. Records of the Community Development districts offices may
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not be based on valid and adequate information from the subdistricts.
Therefore, statistical records in villages in Ngaringan are more
complete and organized than in Kasembon.
Educati on
Briefly, the number of schools available in these subdistricts
is shown in Table 2. By comparing the number of residents and
schools available in these subdistricts, it would appear that residents
of Kasembon subdistrict have more opportunities to go to school than
do residents of Ngaringan (a ratio of 506 residents to one school in
Kasembon and 735 residents to one school in Ngaringan).
TABLE 2
THE NUMBER OF SCHOOLS IN
NGARINGAN AND KASEMBON
(April 1984)
Subdistrict
Nursery
School
1 evel
El emen-
tary
School
1 evel
Junior
High
school
level
Senior
High
school
1 evel Total
Ngari ngan 10 53 2 1 66
Kasembon 12 35 4 - 50
Total 22 87 6 1 116
The educational level of Ngaringan residents is shown in
Table C-2. Unfortunately, there were no complete and systematic
records about the educational levels of Kasembon residents.
(Statistical record keeping was much better in Ngaringan than in
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Kasembon.) However, Kasembon residents are relatively better educated
than Nganngan residents. The percentages of college, senior high
school, and junior high school completion in only three villages in
Kasembon (22 or 0.17%, 238 or 2.76%, and 1995 or 15.4%) are much
greater than the completion percentages in twelve villages of
Ngaringan (32 or 0.06%, 225 or 0.45%, and 372 or 0.8%).
Rel i qion
Believing in God, popularly known as Pancasila, is one of the
Five Basic Principles of Indonesia. Belief in God also has been
an integral feature of Indonesian life long before colonialists
occupied the country.
Although Indonesia is recognized as the most populous Islamic
country (approximately 153 million or 90 percent of the population are
Moslems)
,
the constitution of the country is not based on Islamic
teaching. Followers of other religions have the same rights and
responsibilities. Every citizen is free to practice his/her own
religion, as long as that practice does not impinge on the belief of
other religions. Religious tolerance is evident in the everyday life
or rural communities in these areas. Members of one religious com-
munity might even help to build places of worship for members of
another religious community. Most Javanese villagers practice a form
of Islam which has been influenced by other religions. The tradition
is a complex synthesis of many religions and philosophies kept alive
in the communities for many centuries.
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The Moslems in both subdistricts may be divided into two groups:
"santri" and "abangan". Santri groups pray regularly make pilgrimages
to Mecca (if they are financially and physically able to do so), pay
for "zakat” or tithe (i.e. about 2.50 percent of property) every year,
fast and abstain from eating pork and drinking alcohol. Like the
santri groups, abangan groups believe in God, but they do not practice
the religion as intensely as do santries. Despite this difference, it
is not easy to tell a santri from an abangan.
The distribution of religions and their followers in these two
districts is illustrated in Table 3. All villagers are registered
as adherents to one of the religions. About 95 percent of the villagers
were registered as Moslems, 3 percent as Protestants and the rest as
Hindus, Buddhists and Catholics. But, as discussed before, not all
individuals actively practice their religions. Many small "langgar"
(prayer halls) in Ngaringan villages are in a state of disuse and
disrepair, while in other villages in Ngaringan subdistrict, Islam
is growing steadily. By contrast, Hinduism is growing rapidly, in
one village in Kasembon.
Some villagers accept new technology and values but maintain their
traditions. Many orthodox Moslem leaders, however, are suspicious of
new values, remembering past experience with the communist movement
and other rebellions. The experience of the civil war, in which many
religious leaders were involved, make many government officials doubt
the support and commitment of Islamic leaders to community development
programs. In fact, 14 religious leaders interviewed informally said
RELIGIONS
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-hat they were eager to support government programs
if asked to help.
in their villages
All respondents reported that their religious leaders blessed them
for their services as RDCs. Almost 90 percent of the respondents in
Ngaringan and Kasembon said that one reason they joined the ROC program
is because religion teaches them to help others and do something worth-
while for the community. They believe that God will reward them either
this life or in the hereafter. In addition, a community development
f leldworker in Kasembon reported that the religious leaders in one
village were enthusiastically ready to support village development
programs when they were informed about and trained for those programs.
This study does not intend to discuss the religious effect of RDC
support and commitment in more detail. Most voluntary village develop-
ment programs in Indonesia and in many other countries have been
started by religious communities and, thus, enjoy the strong support
of their followers so long as the programs do not attack or contrast
with the religious teaching of the community.
RDCs' Activities, Support and Commitment
Before discussing the activities, support and commitment of RDCs,
it is important to discuss briefly how and why the respondents joined
RDC programs. In a society where power is wielded by paternalistic
and charismatic leadership styles, individuals might not choose to join
certain activities by their own free will or another rational reason,
as usually happens in liberal democratic societies 1 i ke the USA.
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The general reasons why respondents become RDC members can be
seen in Table 4.
TABLE 4
THE MEANS BY WHICH RESPONDENTS BECAME RDC MEMBERS
(Item 018)
Code
No
.
Reasons
Ngarinqan
Frpn
Kasembon
1 . Asked by village heads 38 95.00
1 1 .
22
lo
91 .67
2. Asked by subdistrict admini-
strator
i 2.50 0 0.00
3. Asked by community development
official s/f i el dworkers 1 2.50 0 0.00
4. Sel f-initiative
1 2.50 2 8.33
Total 41 102.50
. .
24 100.00
When respondents were asked how they came to be involved as RDCs, 22
respondents (91.7%) in Kasembon and 38 respondents (90%) in Ngaringan
said that they had been asked by village heads. Only one respondent
in Ngaringan and two in Kasembon said that they came to be RDCs through
their own initiative. The manner in which people became RDCs was
similar in both cases. They obeyed their village heads' orders, even
though most of them (70%) did not know the nature, functions, and roles
of an RDC before they received training.
When respondents were asked if there were any threat in rejecting
the village heads' request, they responded as shown in Table 5.
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TABLE 5
POSSiBLE RISKS IN REJECTING VILLAGE HEADS
REQUEST TO PARTICIPATE AS RURAL
DEVELOPMENT CADRES AS REPORTED
BY RESPONDENTS
( Item 036)
Code
No. Possible risks
Ngarinqan
Frpn
Kasembon
0 Do not know
—_
•
30 75.00 7
/O
29.17
1 Administratively neglected
by village heads/staff 6 15.00 ,« 66.67
2 Threat 2 5.00 0 0.00
3 Less opportunity to develop
their skills, knowledge,
ideas, etc. 2 5.00 1 4.16
1
Total 40 100.0 24 100.00
Seventy-five percent (75%) of the respondents in Ngaringan and
29 percent in Kasembon reported that they do not know what would
happen if they rejected the village heads' reguests or orders. About
66.67 percent of the respondents in Kasembon believed that they would
be administratively neglected if they rejected the village heads'
orders or requests. Respondents who reported that they did not know
the risks of rejecting the village heads' orders often were not
comfortable telling that fact or were not sure about the risks.
These statistics indicate that respondents may have expected
something from joining the RDCs or believed that village heads should
be obeyed. When the respondents were questioned if they knew of any
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of any benefits which could be gained from joining RDC
as shown in Table 6.
they answered
I MDLC
POSSIBLE BENEFITS FROM JOINING RDCS AS
EXPRESSED BY THE RESPONDENTS
(Item 021
)
Code
No. Possible Benefits
Ngarinqan
F rpn
Kasembon
1 Do not know/none 12
10
30.00
r r eq .
0
/o
0.00
2 Knowledge and experience 18 45.00 15 62.50
3 To accelerate village develop-
ment programs and activities 5 12.50 5 20.83
4 Being pioneer/shari ng ideas 2 5.00 3 12.50
5 Family welfare/any return 3 7.50 3 12.50
6 Getting closer to village head/
staff and subdistrict administra-
tors/off icial
s
1 2.50 2 8.33
7 Getting more friends - 0.00 2 8.33
Total 41 105.00 30 125.00
The mode in both cases is knowledge and experience, so it can be
concluded that most respondents believed they would get at least
knowledge and experience from joining an RDC program. About 30 percent
did not know the possible benefits of joining an RDC program before-
hand.
When asked how they knew of the possible benefit 0
.
•
..ey answered
as shown in Table 7. All respondents reported that they did not
get adequate information about the possible benefits beforehand.
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TABLE 7
MEANS OF KNOWING POSSIBLE BENEFITS
FROM SERVING AS RDC
(Item 022)
Code
No
.
Means of Knowinq
Nqarinqan
Frpn °L
Kasembon
1 Do not know/not clear 12 30.00
1 \ cv-i .
4
to
16.67
2 From training 16 40.00 0 0.00
3 Other meeting 2 5.00 0 0.00
4 Reading 2 5.00 0 0.00
5 Guessing 7 17.00 20 83.00
6 Personal experience 1 2.00 0 0.00
Total 40 100.00 24 100.00
There were 33 respondents of the Ngaringan case (82.50%) and
23 respondents of the Kasembon case (95.80%) who did not know the
tasks and responsibilities of RDCs before joining. Only three
respondents in Ngaringan knew a little about the tasks and responsi-
bility of the RDC before joining. They also did not know the possible
benefits from joining RDCs. From this evidence, it can be concluded
that they did not receive adequate information before joining the RDC
and expected some kind of benefits for their services.
In many villages, it is difficult to get suitable individuals to
become volunteer RDCs who will work fo y - long periods of time. Often,
village heads did not understand the functions, roles and importance
of the RDC in village development programs. So they tended to find
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simple ways of recruiting candidates for RDC, using village administra-
tive and development procedures for this purpose.
In Ngaringan, most RDCs were teachers or other government
employees (see Table C-7). They were also leaders of other organi-
zations and were LKMD members in their villages. Therefore, they
already had many other tasks and responsibilities. In practice, it is
difficult to distinguish between RDC programs and activities and LKMD
programs and activities.
Unlike the Ngaringan case, the RDCs in Kasembon came with a
variety of resources, depending on the understanding of the village
heads about the function, roles and activities of the RDC. One village
head understood the term "KPD" (RDC) as "Kursus Pengetahuan dasar"
(functional literacy course). When he was asked to prepare some
candidates to become RDC trainees, he sent school drop-outs who did
not have enough basic skill, knowledge and experience to be involved
in RDC training.
RDC Activities Concerning Roles, Function and Tasks
Regarding the roles, functions and tasks of RDCs (see Chapter II),
the researchers did not find adequate or wel 1 -recorded information
about programs and activities that were undertaken solely by RDCs in
both sites. A few respondents reported that there were some activities
during training events, but that the skills gained and the development
plans made during these training exercises had never been implemented
in the villages. Some respondents said that they did not know of any
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rol low-up efforts to projects planned by RDCs and submitted to the
authorities for approval.
About 50 percent of the respondents in Kasembon were not aware of
their rural development tasks. They reported that the knowledge and
skills received in RDC training at that time were more beneficial to
them personally than to village development programs. However, they
said that the knowledge gained through RDC training was very useful
and that it deserved to be put into practice, although they did not
know how to begin the activities. They reported that all activities
in their villages were dependent on village heads.
About 30 percent of the respondents in Ngaringan reported that
they often attended meetings. But when asked if the meetings were RDC
or LKMD meetings, they could distinguish between the two. Approximately
35 percent of the respondents reported that RDC meetings were conducted
regularly in a few villages in the first three months after training,
but that after that the meetings stopped. About 85 percent of the
respondents said that LKMD members had been invited to certain meetings
to be informed of particular programs or rural development policies or
to develop some programs dealing with support provided by the govern-
ment .
When the respondents were asked specifically about the kinds of
meetings attended, the responses took the form shown in
Table 8. Two respondents in Ngarin n an and three in Kasembon responded
with more than one answer. One can see from the table that most
meetings were held for "rembuk desa"--i.e., general village meetings
called by the village heads to communicate important information or to
discuss common problems. Meetings held especially for RDC purposes
were very rare.
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TABLE 8
MEETINGS ATTENDED BY RESPONDENTS
Code
No. Responses
Ngari
F rpn
nqan
°/
Kasembon
1 Never
1
to
2.50
r r eg .
1
10
4.16
2 Information/guidance 3 7.50 6 25.00
3 Rural development activities
management 2 5.00 0 0.00
4 "Rembuk desa" or village
discussi on 29 72.50 21 87.50
5 RDC/LKMD meetinq 8 20.00 0 0.00
Total 43 107.50 28 116.66
The activities of RDC members in village programs or activities
are displayed in Table 9. As the table shows, most RDC activities
involved physical work. Respondents also provided information and
guideance on what needed to be done for a given activity. They were
willing to support the activities and were ready to contribute their
knowledge, skills, ideas, and physical help as indicated in other
answers. Approval usually was sought from RDCs
,
but most development
activities were controlled by village heads. With regards to
financial management, no RDC knew who was responsible and how money had
been used. They were usually invited to meetings if the village heads
needed to obtain their support or approval in accounting for the
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TABLE 9
ACTIVITIES OF RESPONDENTS
(Item 115)
Code
No. Activi ties-
Ngari
Freg
ngan
<y
Kasembon
1 None/never
1
iO
2.50
r r cm .
1
to
4.16
2 "Gotong royong" (usually
physical work participation
or mutual help) 25 62.50 20 83.33
3 Handicraft/skill training 8 10.00 0 0.00
4 Motivating villagers 2 5.00 0 0.00
5 "Musyawarah" (discussion of
village common problems) 2 5.00 2 8.33
6 Other activities 5 12.50 3 12.50
Total 43 107.50 26 108.33
budget. Most respondents believe that the financial management was
under the responsibility of the village head, and felt that they had
no right to ask about it.
Most respondents said that when they were asked by the village
heads to do something, they freely contributed their ideas or opinions.
However, decisions were mostly made by village heads. About 70 percent
of the respondents did not know the follow-up of the opinion
expressed
.
In Kasembon, one village head ignored the RDCs completely in
village development programs. After being told by a researcher that
RDCs should be employed as his assistants because of their government
mandate and because of skills they gained in training, he then employed
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some RDCs in a program to dress up and to prepare the village for
competition. It was found that the village head had not been clear
about the function and roles of RDCs. In another village, the village
nead looked forward to using RDCs, but he faced the fact that the RDCs
still were not well prepared for the task- because of their youth and
their lack of experience in handling big tasks and responsibilities.
Some respondents had been eager to support village development
programs and had proposed some ideas which, unfortunately, were not
accepted by the village heads. Some village heads regarded RDCs as a
personal staff for carrying out their programs and motivating
villagers to participate in village development programs, but not for
developing programs or probing into financial matters.
It is apparent from the evidence that the success of the RDCs'
activities were dependent upon: first, the village heads (in particu-
lar, their understanding of the RDCs 1 attitudes and leadership styles,
and their willingness to use the RDC ) ; second, the RDCs themselves
(i.e. their ability, readiness, motivation, interests and time
availability); and third, other factors (e.g. organizational climate,
government policy, public administration system, resources, and the
attitudes toward and understanding of the RDC among subdistrict
officials). Some of these factors will be discussed in the following
chapter.
RDC Support and Commitment
There were seven questions that measured the degree of support
and commitment of RDCs. The degree of support and commitment is the
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total score of the seven answers obtained from the respondents. Since
no actual development activities occurred during the field research,
RDC responses to interview questions served as the main source of data
for measuring the support and commitment of RDCs. The items related
to this factor are illustrated in more detail in the following table.
RDC scores on every item can be found in Appendices B and C.
TABLE 10
INDICATORS OF SUPPORT AND
COMMITMENT
Item
No.
112
114
116
117
118
119
120
Indicators
Frequency of visiting village meetings,
and
q
acti^iti
:
es
nVOlVe ',,ent Village develo Pment Programs
Degree of availability in supporting physical work.
Degree of availability in proposing ideas and opinion.
Degree of willingness to propose ideas whether rejected or
accepted.
Degree of availability or frequency of contributing materials
or other monetary support.
Degree of availability in supporting or being involved in
vi llage activities.
The range of every item is from 0 (none) to 5 (very high). If an
individual respondent responded with the values of 0 to every item,
u.ie total score of the respondent would be 0; likewise, if the
respondent responded with values of 5 to every item, the total score
for the individual would be 35.
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The answers of respondents ranged from a minimum score of 8 to a
maximum score of 35. Centra, tendencies of every item in the
Mgari ngan case and the Kasembon case are found in Table C-3. One can
see from the table that the average score in Ngaringan ranged from low
to nigh support and commitment, while the average score in Kasembon
ranked from very low to moderate support and commitment.
The total score from every individual respondent in those two
be seen in Table C-4. A mode of moderate support and
commitment (52.5%) is found in the Ngaringan case, and a mode of low
support and commitment (50%) is found in the Kasembon case. There is
no "very low" support and commitment in the Ngaringan case, and no
"high" support and commitment in the Kasembon case. Means of 26.75
(moderate support and commitment) are found in the Ngaringan case and
18.67 (low support and commitment) in the Kasembon case.
CHAPTER VI
ANALYSIS OF DETERMINANT FACTORS OF VOLUNTEER
FIELDWORKERS
' SUPPORT AND COMMITMENT
There are many factors affecting or related to volunteer support
and commitment. As discussed in the previous chapters, this study
intends to discuss the main factors hypothesized to correlate with
volunteer support and commitment; these are (1) degree of expectation,
(2) organizational climate; (3) degree of satisfaction with reward
system (reward system), and (4) degree of satisfaction with training
(training). These factors are considered independent factors in
determining the degree of volunteers' support and commitment. However,
the study has sought also to explore and examine compounding factors
that may have significant correlation with the degree of support and
commitment and with those four independent factors. The determinant
compounding factors considered in this study are (1) age, (2) annual
family income, and (3) family size. The other possible compounding
factors that may correlate with the four independent factors and the
three determinant compounding factors above are (1) sex, (2) occupation,
(3) education, and (4) marital status (see Chapter III). Thus, there
are four independent factors, three determinant compounding factors,
three possible compounding factors, and one dependent factor analyzed
in this chapter.
In this study, the standard probability for determining the
dependence of independence of any two factors is .1500 (p __ .1500) or
possibly significant. To determine the degree of the relationship of
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any two factors, the standards of significance which are employed are
10 (possibly significant),
.05 (fairly significant), and .01 and above
(highly significant) (see Kerlinger, 1973, pp. 166-173).
Before discussing the independent factors in more detail, it is
important to see whether the compounding factors are significantly
correlated with volunteer support and commitment and with the indepen-
dent factors. The results of this analysis will act as a stimulus for
further discussion of possible significant effects from factors other
than the independent factors.
Compounding Factors
Possible Compounding Factors
This section intends to explore briefly how sex, occupation,
education and marital status correlate significantly with the degree
of support and commitment, independent factors, definite compounding
factors and possible compounding factors.
Sex_. As discussed previously, the respondents in this study
joined the RDC not through open recruitment, but on orders from
village heads. The village heads determined who would or would not
be RDC members. However, it is still useful to explore the possibility
that a relationship exists between sex and volunteers' support and
commitment, the four independent factors, the three definite compounding
factors, and the other possible compounding factors.
The percentage (25%) of female RDCs in Ngaringan is much greater
than the percentage (8.3%) o f female RDCs in KasembonJ Cross-
iThere were seven female respondents in Ngaringan (17.5%) and two in
Kasembon (8.3%). (See Table C-5).
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taoulation of sex by the degree of support and commitment (see Table
C-6) shows in more detail how the degree of support and commitment
is distributed between males and females. The highest frequency for
is moderate support and commitment in Ngaringan (42.9%) and low
support and commitment in Kasembon (100% or 2 women). The highest
frequency for men is moderate support and commitment in Ngaringan
(54.5%) and low support and commitment in Kasembon (45.5%). The nature
of the respondents 1 support and commitment is similar in both cases.
Chi-square is 2.0037 with a significance of .3372 for Ngaringan
and 2.18282 with a significance of .3359 for Kasembon. With the
degree of freedom equal to two a probability of .3672 in the Ngaringan
case and .3359 in the Kasembon case, it can be concluded that sex and
volunteer support and commitment are independent of each other— i.e.
there is no significant relationship between these two factors.
Pearson s correlation coefficients were computed for sex in
relation to volunteer support and commitment and ten other factors
which are shown in Table 11. It was found that there is no statisti-
cally significant correlation between sex and volunteers' support and
commitment and the ten other factors in the Ngaringan case. But a
significant correlation at a significance level of 5 percent and lower
is found between sex and the factors of occupation and education in the
Kasembon case. However, this was not supported by the Naaringan case.
Therefore, we can conclude there is no significant correlation between
sex and volunteers' support and commitment and ten other factors.
However, because a correlation between sex and education or sex and
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TABLE 11
r cnnouiN
- uukkclm
I
i UN COEFFICIENTS
SEX AND ELEVEN OTHER FACTORS
Factors
Occupati on
Level of education
Marital status
Age
Family size
Annual family income
Degree of expectation
Organizational climate
Reward
Trai ning
Degree of support and commitment
Nqari nqan
R s
Kasembon
D " r
—
J
-•2060
.202
* s
•5956
.022
•0629
.700
.6364
.001
•0 1.000
-.3343
.110
-.0790
.664
-.2607
.219
•1970
.223
-.1956
.360
•1236
.447
-.2152
.313
-•1857
.251
-.1318
.359
-.1273
.867
-.0218
.919
•1775
.273
-.1257
.558
-.1265
.202
-.1612
.450
-.1591
.327 0.0 1.000
—
CUPdt1Qn
- The mode for Ngaringan (based on forty respondents)
is government employees/teachers (70%). There were ten farmers (25%),
one village staff (2.5%), and one unemployed person (2.5%). Unlike
Ngaringan, the mode for Kasembon is farmers (54%). Only one respondent
(42%) was a government employee/teacher. There were eight village
staff (33.3%) and two farm workers (8.3%) (see Table C-7).
Cross-tabulation of occupation by degree of support and commitment
(see Table C-3) shows government employees/teachers with moderate
support and commitment to be the mode in the Ngaringan case (32.5%)
and farmers with low support and commitment to be the mode in the
Kasembon case (25 o). Chi-square is 3.77143 with a significance of
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0-7076 for Ngaringan, and 4.46154 with a significance of .6145 for
Kasembon. With the degree of freedom equal to 6, it can be concluded
with a probability of 0.7076 and above for Ngaringan and 0.6145 and
above for Kasembon that occupation and degree of support and commitment
are independent from each other and have no statistical relationship.
Pearson's correlation coefficients were computed for occupation
in relation to degree of support and commitment and ten other facotrs
,
as presented in the following table (Table 12).
TABLE 12
PEARSON'S CORRELATION COEFFICIENTS
BETWEEN OCCUPATION AND ELEVEN
OTHER FACTORS
Factors
Ngari nqan
R s
Kasembon
D c
Sex
K S
-.2060
.202
.5950 .002
Educati on
•5061
.001 •2779 .189
Marital status
-.2100
.193
-.4965
.014
Age
.1265
.901
-.4006
.052
Family size
•0240
.901
-.1068
.619
Annual family income
.6334
.000
-.4282
.037
Degree of expectation
-.0227
.890
-.3573
.086
Organizational climate
.0289 .860
-.1620 .450
Reward system 0.0 1.000 0.0549 .799
Trai ni ng
.2570 .109
-.3519
.092
Degree of support and commitment
.2163 .180
-.2483
.242
It was found that the only correlation that is supported in
cases is the correlation between occupation and annual family income.
But the correlation coefficient is positive in Ngaringan and negative
159
m Kasembon. This needs to be tested further. From this anaiysis it
was aiso found that there is no significant correiation between occupa-
tion and degree of support and commitment in both Ngaringan and Kasem-
bon at a significance level of 5 percent and above in both cases.
Other significant correlations exist between occupation and
education in Ngaringan at a 0.1 percent significance level between
occupation and marital status at a 5 percent and lower significance
level in Kasembon. However, these findings are not supported in both
cases and, therefore, require further testing.
—
'cat10n
- u was found that the education modes were senior high
school completion in Ngaringan (47.5%) and elementary school completion
in Kasembon (50%). There were no senior high school completions in the
Kasembon case. The average educational background of respondents in
Kasembon was much lower than the educational background of respondents
in Ngaringan (a mean of 2.667 for Kasembon and 4.1175 for Ngaringan).
In other words, it can be said that the average educational level of
respondents in Kasembon is junior high school drop-out and in Ngaringan
senior high school completion. The educational level of respondents in
Ngaringan and Kasembon is presented in Table C-9.
Cross-tabulation of education by degree of support and commitment
shows senior high school completion with high levels of support and
commitment to be the mode in Ngaringan (22.5%) and elementary school
completion with low levels of support and commitment to be the mode in
Kasembon (25%). Thus, education and the degree of support and
commitment among respondents in Kasembon seems to be one level lower
than education and the degree of support and commitment among
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respondents in Kasembon (see Table C-10). Chi-square is 5.55522 with a
significance of .6969 in the Ngaringan case and 7.0000 with a signifi-
cance of .5366 in the Kasembon case. With the degree of freedom equal
to eight, it can be concluded with a probability of .6969 and above for
Ngaringan and .5366 and above for Kasembon that education and degree of
support and commitment are independent of each other and have no
statistically significant relationship.
Further analysis of these correlations using Pearson's correlation
coefficients is presented in Table 13. From the table, one can see that
education significantly correlates with occupation and annual family
income in the Ngaringan case, although not in the Kasembon case. On the
other hand, education correlates with sex and marital status to a signi-
ficance level of 5 percent and lower in Kasembon, but not significantly
in Ngaringan. However, these correlations need to be examined with a
larger sample in a future study. The correlation between education and
degree of support and commitment is not statistically significant to a
significance level of 5 percent and above either in Ngaringan or
Kasembon
.
Marital status
. The respondents were categorized in terms of
(1) single, (2) married, and (3) divorced. There was one single, one
divorced and thirty-eight married respondents (95%) in the Ngaringan
case. In the Kasembon case, there was one divorced, ten single and
thirteen married respondents (54%). Married resn^- snts are the mode
for both Ngaringan and Kasembon cases (see Table C- 11).
Cross-tabulation of marital status by degree of support and
commitment shows respondents with moderate support and commitment to be
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TABLE 13
PEARSON'S CORRELATION COEFFICIENTS
BETWEEN EDUCATION AND ELEVEN
OTHER FACTORS
Factors
Nqari
R
nqan
c
Kasembon
FT ~
Sex
.0629
O
.700
*
.6364
.001
Occupati on
.5061
.001
.2779 .189
Marital status
Age
-.2410
.134
-.4681
.021
-.2686
.094
-.2879
.171
Family size
.0403
.305
.0489 .820
Annual family income
.4795
.002
-.2869
.174
Degree of expectation
.0984
.546
-.2273
.286
Organizational climate
.0192
.906
-.1745
.415
Reward system
.0840 .606
-.2043
.338
Training
.1886
.249
-.1410
.511
Degree of support and commitment
.1329 .414
.0533 .805
the mode in Ngaringan (50%) and married respondents with low support
and commitment to be the mode in Kasembon (29.2%) (see Table C-12).
Chi-square is 2.78195 with a significance of .5950 in the Ngaringan
case and 7.13846 with a significance of .1287 in Kasembon. Therefore,
with the degree of freedom equal to six, it can be concluded with a
probability of .1500 that these two factors are independent of each
other in the Ngaringan case and dependent in the Kasembon case.
Analysis of the relationship between marital status and degree of
support and commitment and ten other fact'. > using Pearson's correla-
tion coefficients is presented in Table 14. Significant, positive
correlation exists between marital status and age both in the
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TABLE 14
rtAKbUN S CORRELATION COEFFICIENTS
BETWEEN MARITAL STATUS AND
eleven other factors
Factors
Ngarinaan
~
“s'
Kasembon
Sex
Occupation
Level of education
Age
1 x O
0.0 1.000
-.2100
.193
-.2410
.134
K
-.3343
-.4965
-.4681
.110
.014
.021
.4016
.010
.5681
.033
Annual family income
.2154
.182
.5452
.006
Degree of expectation 0.0 1.000
.4681
.021
Organizational climate
.2061
.202
.4974
.013
Reward system 0.0 1.000
.0925 .665
Family size
.1456
.370
-.2513
.253
Training 0.0 1.000
.2371 .265
Degree of support and commitment
-.1716
.290
.4182
.021
Ngaringan case (R =
.4016, S <
.01) and in the Kasembon case (R = .5753,
S £ .05). This correlation between marital status and age is as high
as 16.13 percent in Ngaringan and 33.1 percent in Kasembon at a
significance level of 5 percent and lower. Positive correlation between
marital status and degree of support and commitment also is found in the
Kasembon case (R = .4182, S £ .05), but this is not supported in the
Ngaringan case. Other significant correlations at a significance level
of 5 percent or lower are found between marital status and level of
education, annual family income, occupation, degree of expectation, and
organizational climate in the Kasembon case. However, these correla-
tions are not found in the Ngaringan case. These also need to be
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examined with a larger sample in a future study.
Significant correlations do not exist between marital status and
sex, level of education, occupation, and degree of support and commit-
ment for both cases.
Definite Compounding Factors
There are three definite compounding factors in this study that
correlate either with independent factors or dependent factors. These
definite compounding factors are age, family size and annual family
income. This section explores whether or not these factors, acting
alone or together with other factors, significantly correlate with
degree of support and commitment, and whether or not they significantly
correlate with other factors. The results of this analysis make an
important contribution to this study because these factors can predict
to some extent the degree of support and commitment of volunteer
f i el dworkers
.
A^e. The oldest respondent was sixty years old in Ngaringan and
sixty-two in Kasembon, while the youngest respondent was twenty-one
years old in Ngaringan and seventeen years old in Kasembon. The modes
of age were found to be thirty-six to forty-five years in Ngaringan
(50%) and twenty-five years and below in Kasembon (45.8%). The average
age of respondents was 37.12 years in Ngaringan and 31.20 in Kasembon.
' he age of most respondents in Ngaringan was much higher than that of
Kasembon (see Table C- 1 3
'
Cross-tabulations of age by degree of support and commitment shows
age between twenty-six and thirty-five years with mode-rate support and
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commi tment to be the mode in Ngaringan (25%) and age twenty-five years
and below with low support and commitment to be the mode in Kasembon
(20.8%) (see Table C-14). Chi-snusro ,- c r .a;- uni q a e is 6.26667 with a significance
of .6174 for Ngaringan and 12.20000 with a significance of .1425 for
Kasembon. With the degree of freedom equal to eight,- it can be
concluded that these two factors are independent of each other in the
Ngaringan case and dependent in the Kasembon case.
Further analysis of the relationship between seven other factors
using Pearson's correlation coefficients is presented in the following
table (Table 15).
TABLE 15
PEARSON'S CORRELATION COEFFICIENTS BETWEEN
AGE AND SEVEN OTHER FACTORS
Factors
Ngari nqan
R <;
Kasembon
n r
Family size
i
* o
.3941 .012
R S
.1159 .590
Annual family income
•3607 .022
.3001 .154
Degree of expectation
-.0933
.567
.3805 .067
Organizational climate
.1733
.285
.5610 .004
Reward system
-.0952
.559
.5539 .005
Trai ni ng
.0671
.681 .5498 .005
Degree of support and commitment
.0988 .544 .5990 .002
There is a significant correlation at a level of 5 percent and lower
between age and f~rii* <j size and annual family income in Ngaringan.
But these correlations are not found in Kasembon. On the other hand,
a significant correlation at a level of 1 percent and lower exists
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between age and degree of organizational climate, degree of reward
system, degree of satisfaction with training, and degree of support and
commitment. But these correlations are not supported by the findings
in Ngaringan. It can be concluded, therefore, that age may siqnifi-
cantlj/ correlate with other independent factors and with the degree of
support and commttment. Thts finding seems very important and needs to
be examined with larger samples from more areas in Indonesia.
F_amily size
. The smallest family size was one in both Ngaringan
and Kasembon, while the largest family size was ten in both Ngaringan
and Kasembon. It was found that the average family size was four to
Six or medium (55%) in Ngaringan and one to three or small (33.3%) i n
Kasembon (see Table C-15).
Cross-tabulation of family size and degree of support and commit
ment shows medium family size with high support and commitment to be
the mode (27.5%) in Ngaringan and small family size with low support
and commitment to be the mode (25%) in Kasembon (see Table C-16).
Chi-square is 8.85498 with a significance of .1819 in Ngaringan and
11.09524 with a significance of .0855 in Kasembon. With degree of
freedom equal to six, it can be concluded with a probability of .1500
and above that family size and degree of support and commitment are
independent of each other in Ngaringan and dependent in Kasembon.
Further analysis of the relationship between family size and
ocven other Actors using Pearson's correlation coefficients is
presented in the following table (Table 16).
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TABLE 16
rtAKLUN S CORRELATION COEFFICIENTS
BETWEEN FAMILY SIZE AND SEVEN
OTHER FACTORS
Factors
Ngarinaan
~R
Kasembon
Age
•3941
.012
R S
.1159 .590
Annual family income
•3419
.031
•1847 .388
Degree of expectation
-.2023
.221
-.4257
.038
Organizational climate
-.1323
.416
.0043 .984
Reward system
•1771
.274
-.0470
.828
Trai ni ng
•1371 .399
-.1775
.407
Degree of support and commitment
-.2317
.150
-.2260
.288
The table shows that family size significantly correlates with age and
annual family income to a significance level of 5 percent and lower in
Ngaringan, but these are not significant in Kasembon. It also shows
that there is a significant correlation between family size and degree
of expectation in Kasembon, but this is not significant in Ngaringan.
A more definitive finding would require the use of a larger sample.
Non-significant correlations between family size and degree of support
and commitment are found both in the Ngaringan and the Kasembon cases.
Therefore, it can be concluded that there is no direct and significant
correlation between family size and degree of support and commitment in
these cases.
Annual family income
. The annual family incomes of respondents
ranged from $108.00 to $2,744.00 in Ngaringan and from $90.00 to
$750.00 in Kasembon. The average annual family income was $1,105.00
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in Ngari ngan and $334.79 in Kasembon.
annual family income of respondents in
This shows that the average
Ngaringan is three times the
annual family income of respondents in Kasembon. The modes of annua,
family incomes are 51,001.00 to 52,000.00 or high category (37.5%) in
Ngaringan and 5251.00 to 5500.00 or low category (20.8%) in Kasembon
(see Table C-17).
cross-tabulation of annual family income by degree of support and
commitment snows high annual family income with moderate support and
commitment to be the mode (20%) Ngaringan and low annual family
income with low support and commitment to be the mode (37.5%) in
Kasembon (see Table C-18). Chi-square is 9.40988 with a significance
of .3089 in the Ngaringan case and 5.32941 with a significance of .2551
in the Kasembon case. With the degree of freedom equal to eight in
Ngaringan and four in Kasembon, it can be concluded with a probability
of .1500 and above that annual family income and degree of support are
independent of each other.
Further analysis of the relationship between annual family income
and seven other factors using Pearson's correlation coefficients is
presented in Table 17. The table confirms the existence of significant,
positive correlations between annual family income and age and family
size in Ngaringan as discussed previously. A significant correlation
at a significance level of 5 percent and lower is also found between
annual family income and degree of satisfaction with the reward system
in Kasembon. But no significant correlation is found between annual
family income and degree of support and commitment in the Ngaringan
case
.
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TABLE 17
PEARSON'S CORRELATION COEFFICIENTS OF
ANNUAL FAMILY INCOME AND SEVEN
OTHER FACTORS
Factors
Nqari nqan
R S
Kasembon
R c
"
Age
—
•3607
.022
* 9.
•3001 .154
Family size
•3419
.031
.1847 .338
Degree of expectation
-.0804
.622
.3977 .054
Organizational climate
•1982
.220
.1993 .351
Reward system
.2756 .085
.4855 .016
Training
.0908 .578
.2765 .171
Degree of support and commitment
.2134 .186
.3014 .152
Multiple regression analysis. Additional insight is provided by
multiple regression analysis, in which the degree of support and
commitment serves as a dependent factor and the three definite
compounding factors and four independent factors combined serve as
independent factors (age, family size, annual family income, degree of
expectation, organizational climate, satisfaction with rewards, satis-
faction with training). This analysis yields B, F and R values which
are presented in Table 18 and Table 19.
Table 18 shows that, although no single independent factor or
definite compounding factor is determinant in predicting the degree of
support and commitment in Kasembon, organizational climate alone is
significant at a significance level of 5 percent and lower (B = .180,
S .019) in predicting the degree of support and commitment in
Ngaringan. However, all independent factors together are significant
REGRESSION
COEFFICIENT
OF
SEVEN
FACTORS
TO
DEGREE
OF
SUPPORT
AND
COMMITMENT
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TABLE
19
IHE
SUMMARY
TABLE
OE
CORRELATION
COEFFICIENTS
SEVEN
FACTORS
IN
EQUATION
TO
DEGREE
OE
SUPPORT
AND
COMMITMENT
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at a significance level
support and commitment i
(S <
.003).
of 1 percent in predicting the degree of
" b0th N 9 ari "90n (S <
.004) and Kasembon
fable ,9 shows the highest degree of correction between all
factors to be between organizational climate, support, and commitment;
this is true both for Ngaringan (R =
.613) and Kasembon (R =
. 717 ).
The correlation between degree of support and commitment and the seven
other combined factors (three definite compounding factors and four
Independent factors) expressed in values of R, F and significance are
presented in the following table (Table 20).
TABLE 20
R, F AND SIGNIFICANCE VALUES IN
BOTH CASES
Multiple R
R square
Standard deviation
Overall F
Degree of freedom
Signi ficance
Adjusted R square
From these findings, it can
factors significantly contribute
lower (see adjusted R square) to
both in Ngaringan (34.93%) and in
and annual family income as sing!
Ngari ngan Kasembon
.6827
.8261
.4661
.6825
3.8395 3.0713
3.990 4.913
7 7
.003
.004
.3493
.5436
concluded that the seven combined
at a significance of 1 percent or
the degree of support and commitment
Kasembon (54.36%). Age, family size,
e factors alone or combined do not
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significantly contribute to the degree of support and comment.
ThlS ,S SXplained in TOre detail in the Regression Analysis section at
the end of this chapter.
Independent Factors
There are four independent factors that are hypothesized to
correlate positively with the degree of support and commitment of the
voluhteer fieldworkers. The major hypothesis that was formulated in
Chapter IV was:
Volunteer support and commitme nt is affected by the interaction
of an inte rnal factor (expectation) and external factors
(organizational climate, reward, and training)
.
If the degree of support and commitment is represented by Y,
expectation by X
]
,
organizational climate by satisfaction with
reward system by and satisfaction with training by X
4
, the hypothe-
sis can be formulated as follows:
r > 0.000
M 234 “
This hypothesis can be divided into main and minor (or partial)
hypotheses that are stated as follows:
1 • There is a positive correlation between the degree of expecta-
tion and the degree of support and commitment.
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and
—
re ^ a positive corre lation between the dearth of
expectation (together with three oth e r factors! and the deorPP
of support and commitment.
r 1 .0000y
l .234
2
'
—
ere Is a positive correla tion between organizational climate
and the degree of support and commitment
.
|
r >
.0000
y*2
—
1
and Ihere is a positive correlation between organizational
climate (together wi th three other factors) and the degree
of support and commitment
.
j
r >
.0000
y
2 . 1 34
3 - There is a positive correlation between satisfaction with the
reward system and the degree of support and commitment
.
r > .0000
y
3
ar| d There is a positive correlation between satisfaction with
the reward system (together with three other factors) and the
degree of support and commitment
.
r
_> .0000
y 3. 1 24
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4
'
— re U a positive correlat io n between satisfaction with th c
training syste
_
m
.
and the degree_of support and comment
.0000
and
—
ere is a positive c orrelation betwpon satisfaction with
the training sys tem ( together with three other factors) and
the degree of support and commitment.
5
-
—
ere 1S a correla tion between each independent factor and
each of the three other independent factors
.
To examine these hypotheses, it is important to examine each
factor and to determine its relationship to the other three independent
factors and to the degree of support and commitment. The following
discussion intends to do this.
Degree of expectation
. The degree of expectation consists of
twenty-three items in which every item has value ranking from 0 (none)
to 5 (very high). The items are presented in Table 21. Total score of
expectation for each respondent may range from 0 (none) to 135 (very
high). It was found that among all respondents in both Ngaringan and
Kasembon the lowest total score was 48 and the highest total score was
97.
Central tendency of every item is illustrated in Table 22. From
this table one can see that items 010, 027, 055, 060, and 080 have
TABLE 21
THE ITEMS OF EXPECTATIONS
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Item
No.
010
012
023
027
031
032
038
041
042
050
051
053
054
055
060
061
065
069
074
076
078
080
084
Expectation/Bel ief
Expectation to get training before joining RDC
Expectation to get further training.
Expectation for benefits from their services.
Expectation for government favor/protection in livinqBelief in possible protection/favor from government
Expectation for favor/protection from other villagers fortheir living.
Expectation for better living from serving as RDC.
Belief in becoming more important person by serving as RDC.
Expectation to involve in important decision-making process.
Expectation for being closer to village heads or subdistrict
administrator.
Expectation for being closer to other villagers.
Expectation for being more popular among villagers.
Opinion of being more well known among villagers by serving as
RDC
.
Expectation for getting better position in his/her village.
Expectation for being more important person.
Expectation for getting more skills, knowledge, and experience.
Expectation for having opportunity to share their knowledge,
ski 11s, or experience.
Expectation to share ideas and opinion.
Expectation to share their potential ability, skills, etc.
Expectation for God's rewards/blessi ngs
.
Belief in God's reward and blessing.
Expectation for God's rewards/blessi ngs in this world right
now.
Expectation and belief in religious leaders' rewards/bl essi ng
.
modes of 0 (none) in Ngaringan. This means that most respondent
responses in Ngaringan range from none to very low degrees of expecta-
tion on those items. The average score for those items is none to very
low degrees of expectation. The average score for those items among
respondents in Kasembon is low to moderate expectation. The highest
degree of expectation (see Table C - 26 ) for both Ngaringan and Kasembon
CENTRAL
TENDENCY
OF
EVERY
ITEM
WITHIN
DEGREES
OF
EXPECTATION
CATEGORY
FROM
FORTY
RESPONDENTS
IN
NGARINGAN
(NG)
AND
TWENTY-FOOR
RESPONDENTS
IN
KASEMBON
(
KS
)
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is an expectation for further training (item 12, „hlch has a mean of
4.425 in Nganngan and 3.500 in Kasanbon-i.e. high to very high
expectation)
.
The composite score on degree of expectation yields a mode of 72
and average score of 70.92 for twenty-four respondents in Kasembon and
a mode of 64 and average score of 71.05 for forty respondents in
Oganngan (see Table C-19 and Table C-20). Therefore, the average
scores and modes in both field sites are found in the same category of
moderate expectation (total score from 66 to 81). Twenty respondents
(50S) came under moderate expectation in Ngaringan and 16 (66.7%) in
Kasembon (see Table C-21).
Cross-tabulation of the degree of expectation by the degree of
support and commitment shows a moderate expectation with mode-rate
support and commitment (25%) in Ngaringan and a moderate expectation
with low support and commitment (45.8%) in Kasembon (see Table C-22).
Raw chi-square is 14.04167 with a significance of .0072 in the Kasembon
case and 2.92025 with a significance of .5713 in Ngaringan. With the
degree of freedom equal to 4, the null hypothesis--"the degree of
expectation and degree of support and commi tment are independent"--
can be accepted in the Ngaringan case and rejected in the Kasembon case
with a probability of .1500 and lower.
Further analysis using Pearson's correlation coefficient gives a
coefficient of .3752 with a significance of .017 for respondents in
Ngaringan and .6071 with significance of .022 for respondents in
Kasembon. According to this analysis, the null hypothesis can be
rejected in both Ngaringan and Kasembon. In other words, it can be
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concluded that "there is a significant, positive correction between
expectation and degree of support and cogent" at a significance
level of 5 percent and lower (r >
.0000); that is, the higher the
expectacon, the h,gher the support and cogent. This implies that
if expectations are not achieved, interest in serving will probably
decl i ne.
The degree of support and commitment is affected not only by
expectations but also by other fartnr<^ tu q a r-y cn r ctors. The degree of expectation not only
relates to the degree of support and commitment, but also to other
independent or compounding factors. Therefore, the correlation between
degree of expectation and degree of support and commitment must be
analyzed with other independent factors. The correlation coefficients
between degree of expectation and three other factors is illustrated
in Table 23 and Table 24. One can see from these tables that degree of
expectation significantly correlates with organizational climate
(R -
.6026
,
S <_ .001) and reward system (R =
.3614, S <
.05) in
Ngaringan; and correlates with organizational climate (R = .5626,
S <
.01), reward system (R =
.7223, S <
.001), and satisfaction with
the training system (R =
.7355, S <
.001) in Kasembon. Thus, the
correlation coefficients are at a significance level of 5 percent and
lower for two of the three independent factors, but not the third
(satisfaction with the training system), in the case of Ngaringan.
Organizational climate. The organizational climate :_r consists
of 17 items as shown in Table 25 (see also Appendix B). An individual
would receive a total score of 0 if he/she responded with a value of
0 for all items and a total score of 85 if he/she responded with a
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value of 5 for all items. The lowest score was 25 in the Ngaringan
case and 18 in the Kasembon case. The highest score was 80 in the
Ngaringan case and 63 in the Kasembon case. The central tendency of
items on organizational climate are shown in Table 26. It can be seen
TABLE 25
ORGANIZATIONAL CLIMATE ITEMS
Item
No.
Cl imate
046
047
063
067
071
075
085
087
088
090
094
095
096
097
098
099
101
Frequency of involvement in decision-making process
e
and
e
o?her
a
v
t
n(ag
C
e
i
na?f
th ^ 3CCePtance of heads
De
knowledge
atiSfaCtl ° n WUh opportunity to 9 ain skills/
Degree of opportunity to share skills and knowledge
Degree of opportunity to share ideas/opinions.
Degree of satisfaction with opportunities to share ideasDegree of relationship among RDCs.
Perception about village head support for RDC.
Percpetion of opportunities to develop closer ' relationshi
p
with other villagers.
Degree of opportunity to develop skills and knowledge.
Percpetion about leadership democracy and openness.
Perception about leadership flexibility.
Perception about leadership supportiveness.
Degree of opportunity to implement ideas.
Degree of freedom to express ideas and opinions.
Degree of village head/subdistrict admi ni strator conviction
about his/her competencies.
Perception of respondent toward equal treatment, opportunity
and benefit received.
from the table that the average scores of the organizational climate
items ranged from low to hi ah in Ngaringan and from very low to moderate
in Kasembon. Degree of opportunity to share ideas is the item with the
lowest average score for both cases (means 2.225 and 1.792). The modes
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items in both cases is almost the same--moderate (3.000)--
except for item 075 and 063 in the Kasembon case.
The mean score, which was calculated from the total score of every
individual, is 53.775 in the Ngaringan case and 39.833 in the Kasembon
case. The modes are moderate (67.5%) for the Ngaringan case and low
(50%) for the Kasembon case (see Table C-23).
Cross-tabulation of organizational climate by degree of support
and commitment indicate that the mode is moderate organizational
climate with high support and commitment (42%) for the Ngaringan
case, and moderate organizational climate with low support and commit-
ment (29.2%) for the Kasembon case (see Table C-24). Chi-square is
8.90653 with the degree of freedom equal to 4 and a significance of
.0635 and lower for Ngaringan; chi-square is 11.22727 with the degree
of freedom equal to 4 and a significance of .0241 for Kasembon. The
null hypothesis that organizational climate and degree of support and
commitment are independent of each other can be rejected with a
probability of .1500 (as the standard) in both cases. In other words,
it can be concluded that these two factors (organizational climate and
degree of support and commitment) are dependent on each other.
Further analysis using Pearson's correlation coefficients yields
a coefficient of .38372 with a significance of .0073 in the Ngaringan
case and .61397 with a significance of .0007 in the Kasembon case. The
null hypotheses tw ct .here is no correlation between organizational
climate and degree of support and commitment can be rejected at a
significance level of 1 percent and lower in both cases. Therefore,
184
n can be concluded that there is a significant, positive correUtion
between organizational climate and degree of support and cogent
<r
^x
2
-
' 0000) ' In °ther WOrds
* the the organizational climate,
the mgher the support and commitment of volunteer fieldworkers.
An examination is made next to determine if organizational climate
significantly correlates with other independent and definite compounding
factors in contributing to the degree of support and commitment.
Pearson's correlation coefficients between organizational climate and
other independent and definite compounding factors are presented in
able 23 and Table 24. In the Ngaringan case, a significant correla-
tion exists between organizational climate and degree of expectation
(R -
.6026, S r
.001). In the Kasembon case, organizational climate is
positively and significantly correlated with age (R =
.5610, S < .01),
degree of expectation (R =
.5626, S <
.01), satisfaction with the
reward system (R -
.6998, S <
.001), and satisfaction with the training
system (R =
.5878, S < .01). There is only one correlation—between
organizational climate and degree of expectation—which is supported in
both cases.
Reward system. The twelve items or indicators that were used to
assess the degree of satisfaction with the reward system are presented
in Table 27. Every item was scored from 0 (none) to 5 (very high).
The total score of an individual respondent would be 0 if the
respondent's alues were 0 for all items and 60 if the respondent's
values were 5 for all items. The highest score among respondents
in Ngaringan was 39 and the lowest was 12. The central tendencies of
every item are shown in Table 28.
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TABLE 27
degree of satisfaction with reward system
025
030
034
040
049
052
057
Degree
Degree
Degree
Degree
Degree
Degree
Degree
RDC.
of benefit received from serving as RDC.
nf
wit
?
Government protection/favor.
satisfaction with village protection/favor
of opportunity to gain better living,
of satisfaction with acceptance by villagers,
ot satisfaction in having more friends,
of satisfaction with position gained while serving as
091
104
107
109
110
Degree of
Frequency
Frequency
Degree of
Frequency
satisfaction with moral support,
of rewards received,
of promises for reward,
satisfaction with reward received,
of appreciation or recognition given.
The mean for the lowest item (item 107 in both cases) is .300
(none) in the Ngaringan case and .250 (none) in the Kasembon case.
The mean for the highest item in the Ngaringan case (item 052) is 4.075
(high satisfaction) and 3.167 (moderate satisfaction) in the Kasembon
case (item 049). Six out of twelve items in the Ngaringan case have
modes of 0 (none) and most items in the Kasembon case have modes of 3
(moderate satisfaction).
There is a mean score of 25.400 or moderate reward system in the
Ngaringan case and 28,792 or moderate reward system in the Kasembon
case (see Table C - 1 9 and Table C — 20 ) . The mode of the Ngaringan case
falls under the category of moderate satisfaction with the reward
system (67.5%), while the mode in the Kasembon case falls under the
category of high satisfaction with the reward system (54%). It can be
concluded from the evidence that most respondents in Ngaringan and
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Kasembon "P0
0
1 mod 0 rai"p + n nn c ^ -f r* -p ^ •t sfaction with the reward for their
services as RDC (see Table C-25).
Cross-tabulation of the degree of satisfaction with the reward
system by the degree of support and commitment shows that the modes
are moderate reward system with moderate support and commitment
'35?,) in the Ngaringan case and high reward system with moderate
support and commitment (25*) in the Kasembon case (see Table C-26).
Ch,
-square is .37743 with the degree of freedom equal to 4 and a signi-
ficance of .9278 in the Ngaringan case and 9.95385 with the degree
of freedom equal to 4 and a significance of
.0412 in the Kasembon
case. Once can conclude from this finding that the null hypothesis-
i.e. the reward system and support and commitment are independent of
each other-can be accepted in the Ngaringan case and rejected in the
Kasembon case with a probability of .1500 and above. In other words,
the relationship between satisfaction with the reward system and degree
of support and commitment exists in the Kasembon case but not in the
Ngaringan case.
Pearson's correlation coefficient is .1954 at a significance level
of .227 in the Ngaringan case and .6935 at a significance level of
.0000 in the Kasembon case (see Table 23 and Table 24). The null
hypothesis--!'
.e. there is no correlation between reward system and
degree of support and commi tment--can be accepted for Ngaringan and
rejected for Kasembon at a significance level of 5% and lower.
Because the correlation coefficients are positive in both cases
( r
y X
>
-000), it can be concluded that there is a positive correlation
188
between satisfaction with the reward system and degree of support and
comment that is significantly supported in the Kasembon case but not
in the ligari ngan case at a significance level of 5 percent and lower.
‘he correlation of reward system to other independent and definite
compounding factors is presented in Table 23 and Table 24. Reward
system positively and significantly correlates with age (R =
. 5539
,
S
_
.01), annual family income (R =
.4855, S <
.05), degree of
expectation (R -
.7223, S y .001), organizational climate (R =
.6998,
S
_
.001), and satisfaction with training (R =
.6997, S <
.001) in the
Kasembon case. Reward system positively and significantly correlates
only with degree of expectation (R =
.3614, S <
.05) in the Ngaringan
case. The only correlation supported in both cases is between reward
system and training. As was noted previously, respondents seem to
consider training as a form of reward.
Volunteer satisfaction with training
. The degree of satisfaction
with the training provided for RDCs is referred to as the training
system. This factor is assessed by the three following items (see
Table 29).
TABLE 29
ITEMS RELATING TO RESPONDENTS' SATISFACTION
WITH THE TRAINING SYSTEM
Item
No.
009
011
012
I terns
Degree of usefulness of training
Degree of satisfaction with the training
Degree of expectation of further training
in general
189
Every item is ranked from 0 (none) to 5 (very high). If each item of
an individual's response has a value of 0, the total score for that
person would be 0. If each item has a value of 5. the total score
for that person would be 15.
The lowest score is 4 and the highest score is 15 in both cases
(Ngartngan and Kasembon). The mean for every item is in the category
of high to very high in the Ngaringan case and in the category of
moderate to high in the Kasembon case. The modes of the items are in
the category of very high in the Ngaringan case and moderate to very
high in the Kasembon case (see Table 30).
The total score yields a mode of moderate satisfaction with the
training system (50%) in the Kasembon case and high satisfaction with
the training system (77.5%) in the Ngaringan case (see Table C-27).
A mean of 10.667 (mode-rate) is found in the Kasembon case and 12.700
(high) in the Ngaringan case (see Table C-19 and Table C-20).
Cross- tabul ati on of the satisfaction with training by the degree
of support and commitment gives a mode of moderate satisfaction with
the training system and low support and commitment in the Kasembon
case (29.
2
,j) and a mode of high satisfaction with the training system
and moderate support and commitment (37.5%) in the Ngaringan case
(see Table C-^8). Chi-square is 3.93779 with the degree of freedom
equal to 4 and a significance of .4145 in the Ngaringan case and 8.3000
with the degree of freedom equal to 4 and a significance of .0812
in the Kasembon case. Therefore, the null hypothesi s--i . e . there is
no relationship between satisfaction with the training system and
degree of support and commitment can be accepted in the Ngaringan
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case and rejected in the Kasembon case with a probability of .1500 and
1 ower
.
Pearson's correlation coefficients between satisfaction with the
training system and degree of support and commitment is as high as
.3671 at a significance level of .020 in the Ngaringan case and .6356
at a significance level of .001 in the Kasembon case. Therefore, based
on this result, it can be concluded that there is a significant,
positive correlation between satisfaction with the training system and
degree of support and commitment at a significance level of 5 percent
and lower in both cases (r
_> .0000, S < .05).
y*4 —
The correlation coefficients between satisfaction with the training
system and other independent or compounding factors are presented in
Table 23 and Table 24. No correlation exists between satisfaction with
the training system and other independent factors or compounding factors
in the Ngaringan case. In the Kasembon case, satisfaction with the
training system significantly correlates with age (R =
.5539, S < .01),
degree of expectation (R = .7355, S < .001), organizational climate
(R =
.5878, S £ .01), and reward system (R = .8084, S £ .001). But
these correlations are not supported by the Ngaringan data and need to
be investigated with a larger sample.
Multiple Regression Analysis
Partial correlation coefficients (Pearson's correlation coeff 1
'
cients) between eight factors are presented in Table 23 for the
Ngaringan case and Table 24 for the Kasembon case. These eight
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factors are the four independent factors, the three definite
compounding factors, and support and commitment, which is the major
dependent factor. The correlation among these factors has been
discussed in detail above. This section examines how the combined
factors significantly contribute to or correlate with degree of
support and commitment. Multiple regression is employed to determine:
(1) if the compounding factors combined with independent factors signi-
ficantly contribute to or correlate with the degree of support and
commitment of volunteer fieldworkers; (2) if each independent factor
alone or combined significantly contributes to or correlates with the
degree of support and commitment.
i'lultiple regression coefficients were computed using age, family
size, annual family income, degree of expectation, organizational
climate, satisfaction with reward system and satisfaction with training
system as independent factor (see Table 18). Partial and multiple
correlation coefficients are presented in Table 19. The only inde-
pendent factor among these which by itself can significantly predict
the degree of support and commitment (at a significance level of 5
percent for Ngaringan and 10 percent for Kasembon) is organizational
climate. The other factors are not significant alone to predict the
degree of support and commitment. The combined seven independent
factors significantly correlate with and contribute to the degree of
support and commitment to a level of 34.93 percent in ;garingan and
54.36 percent in Kasembon, as discussed previously (see adjusted R
square in Table 20 ).
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It is possible to determine the p<;tima+Q ^estlma ted support and commitment
of an RDC given the values of B in Table ^dD and the scores of seven
other factors and by employing the following formula:
Esnmated DSC - Constant + 8 (Age) + B (FS) B (AFI ) + B (DEX)
+ B (OC) + B (RS) + B (TS).
(The values of B refer to the factors listed in Table 18.) For example,
the support and commitment of a 32-year old RDC who has four members in
his family, an annual income of $1,200.00, a score of 50 on expecta-
tion, 60 on organizational climate, 30 on reward system, and ,2 on
training system and lives in Ngaringan or a similar area is computed as
fo 1 1 ows
:
Estimated support and commitment =
9-513 + (.022)(32) + (-.456) (4) + (.001) (1200) + (.020)
(50) + (.180) (60) + (.048) (3) + (.416) (12) = 27.825
The degree of support and commitment of the RDC in this example is
moderate in comparison with most RDCs in Ngaringan. The same method
can be employed to predict RDCs in Kasembon by using coefficients of
B found in the Kasembon case.
The multiple correlation coefficients in Table 19 show the
correlation of all factors combined with the degree of support and
commitment in both cases. The R-Change shows the contribution of each
of the seven factors in the equation acting on degree of support and
commitment. The multiple R shows the correlation of the factors
combined with the preceeding factor(s) with degree of support and
commitment, while partial correlation (R) shows the correlation of each
factor separate from the effect of other factors on support and
194
commitment. As discussed previously, all factors, when combined,
significantly correlate with degree of support and commitment at a
significance level of 1 percent and lower.
Regression analysis, excluding age, annual family income, and
family size but including expectation, organ, zational climate, reward
system and training system as independent factors and degree of support
and commitment as the dependent factor, yielded the regression coeffi-
cients and correlation coefficients presented in Table 32 and Table 33.
Pearson’s correlation of each independent factor with the other
independent factors and the degree of support and commitment was
discussed earlier in detail and is summarized in Table 23 and
Table 24 .
The combined independent factors significantly correlate with and
contribute to the degree of support and commitment. The correlation
between those four factors and degree of support and commitment is
shown in Table 31 and Table 33.
TABLE 31
THE VALUES OF R, F AND SIGNIFICANCE OF FOUR
COMBINED INDEPENDENT FACTORS
WITH DEGREE OF SUPPORT AND COMMITMENT
Components Ngaringan Kasembon
Multiple R
.6524
.7778
R-Square
.4256
.6049
Adjusted R-Square
.3600 .5217
Standard deviation 3 fi'J b 3.1439
F 6.484 7.273
Degree of freedom 4 4
Significance
.001 .001
REGRESSION
COEFFICIENTS
OF
FOOR
PREDICTOR
FACTORS
WITH
DEGREE
OF
SOPPORT
AND
COMMITMENT
IN
THE
NGARINGAN
AND
KASEMBON
CASES
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It can be seen from Table 32, that, by itself, only organiza-
tional climate significantly predicts the degree of support and commit-
ment. Every other single factor is not significant in predicting
degree of support and commitment (S <
.05) in both cases, although the
combined independent factors are significant in predicting it (S >
.001)
The following formula using the regression coefficients in Table 32
can be employed to predict the support and commitment of the volunteer
f i eldworkers
.
Estimated DSC = Constant + B (DEX) + B (DOC) + B (RS) + B (TS).
(The values of B refer to relevant factors presented in Table 32.)
For example, given a RDC who is 46 years old, has a score of 62 on
expectation, 60 on organizational climate, 35 on reward system and 12
on training system, the support and commitment would be computed as
fo 1 1 ows :
Estimated degree of support and commitment =
7.527 + (.016) (62) + (.207) (60) + (.035) (35) + (.477)
12 = 27.888 .
The score for this person, 27.888, falls in the category of moderate
support and commitment. The same formula can be employed for any RDC
in Kasembon and other areas with the same characteri sties
.
Table 33 presents coefficients of correlations between both
individual and combined independent factors and support and commitment
(see also Table 31 and Table 32). Included in these figures are
multiple correlation coefficients, multiple R-square, R square-change,
partial correlation (R), F and overall F, and the significance of the
factors. The table shows that each factor by itself and in combination
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With the other significantly and positively correlates with degree of
support and commitment at a significance level of
.1 percent and lower
Thus, the following hypotheses can be accepted at a significance level
of
.1 percent and lower in both cases:
1. there is a positive correlation between the degree of expecta
tion in combination with other factor(s) and the degree of
support and commitment;
2. there is a positive correlation between the organizational
climate in combination with other factor(s) and the degree of
support and commitment;
3. there is positive correlation between satisfaction with the
reward system in combination with other factor(s) and the
degree of support and commitment; and
4. there is a positive correlation between satisfaction with the
training system and the degree of support and commitment.
Interpretation of the Analysis
and Conclusions
Compounding Factors
Possible compounding factors .
Sex. It was found that there is no correlation: (1) between
sex and degree of support and commitment, and (2) between sex and
eleven other :ors in the Ngaringan case. It can be concluded from
this finding that sex has no significant effect on other factors,
especially the degree of support and commitment. When recruiting
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volunteers in Indonesia, therefore, the sex of the potential volunteer
need not be considered in inhibiting factor in obtaining a high level
of support and commitment.
^-CU Pation - U was f°und that: (1) there is no correlation
between occupation and degree of support and commitment; and (2) the
correlation coefficient is negative in the Kasembon case and positive
in the Ngaringan case. Although complete confirmation would require a
follow-up study with a larger sample, this finding suggests that the
correlation between kinds of occupations and degree of support and
commitment is probably not very great. Therefore, occupation generally
should not present a significant barrier to recruiting volunteers with
a high degree of support and commitment to development programs in
Indonesia. This contrasts to some extent with popular belief among
many Indonesian officials that only individuals with prestigious occu-
pations will demonstrate a high degree of support for and commitment
to volunteer service.
Education
. It was found that education does not signifi-
cantly correlate with degree of support and commitment. In other words,
a high degree of support and commitment can be obtained from potential
volunteers regardless of formal education. However, RDCs with higher
education have more ability to understand and benefit from the training
given to RDCs.
Marital status . There is a significant correlation between
marital status and degree of support and commitment in the Kasembon
case but not in the Ngarigan case. Because this correlation is
positive for Kasembon and negative for Ngaringan, no definitive
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conclusions can be drawn from this finding. However, it appears that
marital status at least is not a major consideration in recruiting
volunteers
.
Definite compounding factors .
Mi- A significant, positive correlation at a significance
level of 1 percent was found between age and degree of support and
commitment in the Kasembon case but not the Ngaringan case.
Conversely, significant, positive correlations at a significance level
of 5 percent were found between age and family size and annual family
income in the Ngaringan case but not in the Kasembon case. Also,
significant, positive correlations at a significance level of 1 percent
were found between age and organizational climate, reward system, and
training system in the Kasembon case but not in the Ngaringan case.
Therefore, it can be concluded from these findings that age may
correlate both with degree of support and commitment and with other
factors. This means that age may be a significant factor determining
the success of volunteer development programs in Indonesia.
F ami ly size . Family size was found to have: (1) no signifi-
cant correlation with degree of support and commitment; (2) significant,
positive correlation with annual income; and (3) significant, negative
correlation with degree of expectation. The negative correlation
coefficients found between family size and degree of expectation in
both cases indicates that the larger the family size becomes, the lower
the expectation becomes. This is very interesting, since, presumably,
the larger the family size becomes, the greater the needs become.
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An nual family income . 1 There is no significant correlation
between annual family income and degree of support and commitment.
Therefore, annual family income should not be considered a barrier to
success or a criterion for selecting potential volunteers. This
finding suggests that both poor and wealthy families might be equally
supportive of and committed to volunteer programs; however, some
financial rewards no doubt would improve the support and commitment
of volunteers from poor families (annual family income significantly
correlates with the reward system in Kasembon
,
perhaps because the
annual family income is relatively lower in Kasembon than in
Ngaringan)
.
Independent Factors
All four independent factors (degree of expectation, organiza-
tional climate, satisfaction with rewards, and satisfaction with
training) in the Kasembon case and all factors except reward system
in the Ngaringan case correlate significantly with degree of support
and commitment. When combined, they also contribute significantly
to support and commitment. Organi zational climate, when acting
independently of the other factors, is the best and most significant
predictor of degree of support and commitment in both cases. Thus, the
first step in increasing the support and commitment of volunteer field-
workers in Indonesia is to improve the organizational climate at
It should be noted that the incomes of respondents do not
represent the incomes of average villagers in the respondents'
vi 1 lages
.
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village and subdistrict levels. After that, attention could be devoted
to the other factors such as expectation, reward system and training
system.
The four independent factors significantly and positively corre-
With each °ther 1n the Kasem&on case, and three of the independent
factors significantly and positively correlate with the degree of
expectation. This suggests that the degree of expectation might be
researched in a future study as a major dependent factor in addition
to degree of support and commitment.
Summary
The correlation networks of the twelve factors are presented in
Figure D-l for the Ngaringan case and Figure C-2 for the Kasembon case.
Both figures show that the expectation, organizational climate, reward
system, training system and support and commitment can be considered as
one cluster of factors; and age, marital status, family size and
annual family income can be considered another cluster of factors.
These clusters of factors could be hypothesized to correlate with each
other in a future study. Sex, educational level, occupation and
marital status could be still another cluster of factors that seems
not to be correlated directly with the other clusters.
The four possible compounding factors were not found to be related
significantly to degree of support and commitment. But some of the
definite compounding factors might correlate with support and commit-
ment. Individual predictor factors were found to have significant,
positive correlation with degree of support and commitment, while
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significantly and positively correlating with each other. It can be
concluded from this evidence, therefore, that the degree of support and
commitment is affected by the four factors interactively. Several
important conclusions for policy-makers in Indonesia can be drawn from
the analysis of this data. The implications of these conclusions for
Indonesian national rural development programs are discussed in detail
in the next chapter (Chapter VII).
CHAPTER vil
RESEARCH IMPLICATIONS
Recruitment and Selection of
'/ol unteer Fieldworkers
Creative use of potential volunteer fieldworkers is very dependent
upon the recruitment and selection process. There are some important
factors that should be considered in recruiting and selecting
volunteer fieldworkers: (1) individual characteristics; (2) organiza-
tional characteristics; (3) community context; and (4) the nature of
tasks and responsibilities in programs. These factors are related to
each other as illustrated in Figure 5.
Organizational Characteri sties
Organizational characteristics mainly include organizational
climate, reward system, and training. These factors are discussed in
more detail later in this chapter
.
The organizational climate (i.e. leadership style, i nterpersonal
relationships, norms, and opportunities for growth) significantly
affects the support and commitment of the RDCs. In addition to an
organizational climate which is conducive to volunteer work, the poten-
tial volunteer needs to understand the working conditions, norms,
i nterpersonal relationships, and possible opportunities for personal
growth in the organization from the beginning.
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Community Context
Many of them did not even know of the existence of the RDC before
joining it, although members are drawn from and serve in and around
their communities. Because of this community orientation, the image
of the RDC in the eyes of the community must be kept in mind when
recruiting volunteers so that a good image is projected and community
support is increased (see Stanzel and Feenay, 1975, p. 76).
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T
.
ne Mature of Tasks and Responsi bilities in Programs
It was found that some village heads did not understand the roles
and functions of RDCs. As a result, some of them nominated under-
educated and inexperienced individuals to receive training that they
could not follow very well. Indeed, most volunteers did not know the
tasks and responsibilities of an RDC before joining. Therefore, the
nature of tasks and responsibilities of RDCs should be carefully
analyzed by the organization to set appropriate criteria for potential
volunteers. And these criteria should be communicated to village
heads, staff or IKHD members who select potential RDCs and to potential
RDCs as well
.
Individual Characteristics
Individual characteristics may include bio-demographic factors and
expectations of the potential volunteers. Sex, which does not corre-
late significantly with RDC support and commitment or with other
factors, should not be considered a basis on which to select volun-
teers. This is an important policy matter in a male-oriented society.
Similarly, education and marital status, which also do not signifi-
cantly correlate with RDC support and commitment should not act as
barriers in selecting highly motivated volunteers. Because the rela-
tively low educational background of RDCs (see Chapter VI) often make
it difficult for them to understand the content of the training, the
formal education of potential volunteers should be considered insofar
as it permits selecting individuals who have the ability to successfully
complete the volunteer training program. And the training itself
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should have a delivery system and materials that
trainees. Occupation of RDCs may be an important
recruitment and selection of potential volunteers
was found to relate to the education of RDCs.
are relevant to the
consideration in
because occupation
Although age, family size and family income do not correlate
strongly with support and commitment, evidence indicates that some
relationship does exist between these factors which, to some degree,
should influence recruitment and selection of volunteer RDCs. For
example, age correlates highly with marital status and may also
correlate with family size and income. It was found that the age at
which RDC support and commitment is highest is 25-45 years old (see
Table C-14, and Chapter III). It was found, too, that family size
relates to annual family income which, in turn, may relate to percep-
tion of reward and expectation. Therefore, family size can be a
barrier to successful volunteering by limiting the contribution that
can be made. This factor is also an important consideration in
recruiting volunteers and in determining the kinds of rewards which
are appropriate for volunteers.
Sources of Volunteer Fieldworkers
There are many possible sources of volunteers, such as colleges
and schools, entrepreneurial activities and industries, social and
political organizations, women clubs, government employees, youth
clubs and religious groups. But most sources in rural villages are
teachers, housewives, and religious and political organizations.
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Because of their high level of education, teachers may be the best
source of potential volunteer fiel dworkers in the villages.
Among the most active organizations in the villages are women's
clubs. Yet, the number of women in rural areas of Third World
countries-including Ngaringan and Kasembon-who have formal paid jobs
is still limited. Therefore, women would seem to have more opportunity
to be volunteers for at least a few more decades. Unfortunately, most
women have low levels of education and skills which have kept them
from volunteering. However, if provided with special training and
moral support by their families and communities or if employed in
fields permitted by particular societies, women can become successful
volunteer fiel dworkers
.
Most village leaders are oriented to a particular religious
community or belong to social or political groups which usually have
wide influence among community members. The broad network of indivi-
duals at the command of these religious, social and political leaders
make them an important source for recruiting volunteers.
Recruitment and Selection Process
The recruitment and selection process involves: (1) developing
job descriptions; (2) publication; (3) registering and administering
potential volunteers; (4) assessing appropriate volunteers; and
(5) orientation, training and placement. An open system model of
recruitment and selection is diagramed in Figure b.
XInstrumental
input
(
objectives,
needs
of
potential
volunteer,
job
description,
reputation
techniques,
devices/instrument
,etc.)/
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job description, tasks and rritpH, A j ob description is an
essential source of information for planning, selection, training and
work load (Straus and Syless, 1972, p. 379), and developing one for
volunteers should be the first activity undertaken by an organization.
The job description will also function as a guideline for volunteer
fieldworkers in attaining the objectives of the organization (see
Theory Y )
.
RDCs in Indonesia have been provided with a guidebook, but it
contains mainly a set of procedures by which volunteers are to
accomplish particular tasks in the village development process. Even
so, the tasks and responsibilities are not clearly defined. If RDCs
are to work effectively and efficiently, job descriptions must be
developed in more detail by the village heads together with LKMD
members and RDCs. This job description needs to be understood by all
village staff, LKMD members and RDCs and other relevant personnel at
subdistrict offices.
Publication to attract potential volunteers
. It was found that
the potential volunteers were not well informed before recruitment.
Potential volunteers should be well informed before getting involved
or else their skills may not be best utilized for particular activi-
ties. According to Routh (1972), two points should be stressed on
this matter: (1) volunteers should be assigned to the tasks in which
they are interested, and (2) the'/ .hould be informed of the way they
are to perform those tasks before they are recruited. Publications
should include information about RDC programs, activities, tasks and
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cesDonsi bi 1 i ties
,
and rewards or benefits that may be obtained. These
Publ ications should be addressed to village heads, staff, community
members and LKMD members who are responsible for recruitment.
Rec ruiting volunteer fiel dworkers
. There are many means of
recruiting volunteers such as personal contact, self-recruitment,
school and organizational requirement, open houses and tours.
Personal contact such as casual conversation and visits by village
heads to potential volunteers are the most common techniques. It was
found that recommendations by village heads is the easiest way to
recruit volunteer fiel dworkers in Indonesian villages. But this
approach may create the image that potential volunteers are being
forced into service. This will be effective only if the village heads
understand the needs, tasks, and responsibilities as well as the
rights of RDCs beforehand.
Sel f-recrui tment--i .e. when a person approaches the LKMD or
village head to volunteer-will occur only i f the potential volunteers
have been well informed. One way is to invite potential volunteers
to observe the activities carried out by volunteers in other villages.
Briefly, the key to successful recruitment is keeping information
and formulating open, clear objectives, tasks and responsibilities for
vol unteers
.
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Developing a Traini ng System fnr
Volunteer Fiel dworkers/RDr^
Training Network
joi ning for RDCs and its support, rn^onents. Village development
programs cannot be separated from the development of larger regions
such as subdistricts of districts. Many sectoral government offices
at subdistrict levels are supervised by sectoral government offices at
district levels but coordinated with other sectoral offices by sub-
district administrators. The coordinating mechanism, in practice, is
dependent upon the extent to which subdistrict administrators have
authority over the sectoral officials in the subdistricts and upon the
willingness of sectoral officers at upper levels to work as a team.
This study found that the success of RDCs' activities is very
dependent upon village haeds and subadmi ni strators
. Therefore,
training is required both for the RDCs and for support to other
components, especially village heads and subdistrict administrators.
Some orientation training has been provided in Indonesia for village
heads, subdistrict admini strators
,
and district, provincial and
national level officials (see Table C-l). But the system still
needs to be developed and integrated to give more support to RDC
programs. The functions of the support components in the training
system are shown in Figure 7.
Training tor village heads
. Because of their importance in the
success of RDC activities, village heads should be trained before
RDCs are recruited. Objectives of the training should be: to give
FIGURE 7
TRAINING NETWORK OF RDC
NatlonI7^,ATI0NAL
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an understanding about the importance of RDCs and the people's
participation in rural development; to provide village heads with
skills in preparing the organizational climate and management system;
and to increase the awareness of the village heads about the tasks,
responsibilities and rights of the RDCs.
Traini ng Needs and Curriculum
Several different training curricula have been developed for
different development programs in Indonesia by different directorates
and institutions, based upon their own perceptions of needs, princi-
ples and interests. These programs often overlap and conflict with
each other, with the result that the integration of development
programs and activities is not achieved. Therefore, all development
activities, including training must be closely coordinated.
It is often said that a training curriculum should be based on
needs--but needs defined by whom? According to Knowles (1980), there
are three dimensions of training needs that should be assessed in
order to develop the appropriate objectives of the training: (1) the
needs of community; (2) the needs of organization; and (3) the needs
of participants. Community and organization have been discussed in
the previous chapter. The training needs of participants are
considered here.
The training needs of RDCs should be based in part on their
expectations before joining the program. The expectations of RDCs in
the two cases of this study, can be found in Appendix C (Table C -28
and Table C-36). The expectations can be categorized into:
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1 .
2 .
3.
4.
r
o
.
Knowledge, skills and experi ence concerning their functions
and roles as RDCs;
Knowledge, skills and experience concerning their own lives
and jobs;
Knowledge, skills and sxperience rpi stinn +.Ie e| ating to communication
with other villagers;
Development and application of potential skills, knowledge
and ideas; and
Other expectations such as monetary support, prestige, jobs,
etc.
Needs-assessment techniq ues. There are many techniques that have
been developed to assess needs. Miller and Verduin (1979) suggest
three approaches to needs assessment: (1) self-assessment, which
allows the trainees to look into what they are actually doing in their
work, (2) peer assessment, which is designed and conducted by
colleagues; (3) external assessment that is designed or conducted by
persons or agents other than the participants. Needs can be
assessed by; (1) the community; (2) organization; (3) trainees;
(4) and clients of the trainees. The large number of techniques
described in the literature can be summarized as follows: (1) survey
techniques, (2) record and report analysis; (3) group process
techniques; and (4) test and measurement techniques. The interrela-
tionship between the approaches to needs assessment, those doing the
assessment, and the specific assessment techniques is depicted in
Figure 8.
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FIGURE 8
NEEDS ASSESSMENT CUBE
Cube 1-1-1 represents client-group assessment techniques. The
cube 2-1-1 represents vol unteer-group assessment techniques, and so
forth. By combining the approaches, techniques and assessors,
3 x 4 x 4 or 72 needs-assessment techniques can be distinguished. This
section will not discuss the entire range of needs assessment techni-
ques, but rather, the principles which should be considered in
selecting techniques for assessing the training needs of volunteers.
Whatever the training program, there are some factors that should
be considered in selecting needs assessment techniques: (1) the nature
of training programs; (2) the nature of volunteers; (3) the time and
resources available; and (4) the nature, advantages and disadvantages
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of the technics. The technics should allow the active participa-
t, 0 " of volunteers, require a relatively small block of time, have a
high validity, be simple and accessible, and encourage learning. The
techniques used for pre-assessment could be different from terminal
assessment, post-assessment or evaluation. For example, group self-
assessment allows extensive trainee participation in assessing their
needs, q-sort is another technique that can help the group prioritize
training needs. And delphi techniques can be employed to survey needs
from the perspectives of the organization and supervisors of
volunteer fiel dworkers
.
Training Model and Approaches
I" choosing a model of volunteer training, one should
consider the fact that the participants: do not get paid as a reward
have a wide variety of backgrounds; have a variety of needs and
interests; have a limited time to attend the activities; and "should
be based on the previous experience of the participants, and aimed at
getting volunteer commitment" (Routh, 1972, pp. 54-55).
According to Reed and Frith (1982, p. 67), there are eleven
educational variables of lifelong learning which should be considered
in developing a training model. Variables that are employed as compo-
nents of a training model are illustrated in Figure 9. The outer
boundary is the community context of the training program, and the
inner boundary is the organizational or institutional context. The
clients are a subsystem of the community, while the trainees or
potential volunteers are a subsystem existing on the boundary of the
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community and the organizational context.
The resources and constraints that exist at the organizational
and community boundary should be discovered through assessment. The
training needs are the inputs in formulating the objectives. The
training program and curriculum, which are developed from the objec-
tives, serve as guidelines for selecting training aids and facilities
and for creating learning materials. The training aids and facilities
available, in turn, affect the design and development of the training
programs. The training program, the learning materials, and the
training aids and facilities are the instrumental inputs of program
implementation. The outcomes are trained volunteer fieldworkers who
then return to their communities or institutions. The evaluation,
another step of the transformation process, is a subsystem that makes
use of information from all the components. Its outcomes provide
recommendations or feedback to other components.
A£proache s_. There are three approaches to volunteer-based
programs: individual, group, and community approaches (Isley and
Niemi, 1981, p. 73). The individual approach is characterized by a
one-to-one relationship in the learning process such as correspondent
study, apprenticeship, and internship. Most individual approaches are
very effective, but very expensive. Conferences and workshops of one to
5 days are very common group approaches to volunteer training.
Discussion and classes are other group approaches that are often useci
with volunteers. In the community approach to training, trainees have
more opportunity to understand and solve problems in the context in
which they occur.
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Hal ning technique.
. The most appropriate techni
volunteer training depend upon:
( 1 ) the objective or
of the training; (2) the time available; (3) the facil
iques for
and experience sharing discussions (but these need to be tested).
There are many more techniques described in the literature which will
not be discussed in detail; rather some factors involved in the
selection of those techniques will be considered.
Some techniques have their advantages and disadvantages. For
relatively expensive and require expertise to produce. Other visual
aids, especially printed materials, may be more accessible and easy
to develop; but illiteracy rates are still high. Role plays and
simulation games are very appropriate for many situations, can be
developed in a short time and require few facilities and little money;
however, expert trainers are needed to process the experiences so that
learning takes place.
The trainees' background is another factor that should be
considered. Role plays may be very difficult to conduct with Indone-
sian villagers, initially, because of the cultural background. In
example, motion pictures are very effective; however, they are
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terms of scheduling, morning lectures may be more effective, but
time may be available only in the afternoons and evenings. Games for
adults should differ from group to group. In certain areas, par tl cular
games such as letter dice may convey a negative impression and be
rejected by villagers. Whenever possible, training should allow more
participation, self-experience, and self-direction on the part of
trainees
.
Lea rning materials
. The characteristics of trainees as adult
learners should be considered in developing adult learning materials
as well as training techniques. Knowles (1978) classified three types
of adult learners: (1) the goal
-oriented learner who uses education
for accomplishing fairly clear cut objectives; (2) the activity-
oriented learner who takes part because he/she finds meaning in
learning; and (3) the learning-oriented learner who seeks knowledge
for its own sake (pp. 44-45). The volunteer fieldworker or RDC may be
included among these three types of learners. Therefore, the learning
materials should: have clear cut objectives; be meaningful to the
lives of learners; and transmit new skills and knowledge.
Co ntinuing learning
. "One-shot training" of two week duration may
not be sufficient to change the attitudes and behavior patterns of
learners. Therefore, in-service or remedial training should also be
considered. The training does not need to be carried out at a particu-
lar time. Follow-up training can be conducted during the = c ivities
of RDCs. Every single occasion can be carefully designed as a training
activity. Effective supervision can be built into the training
acti vi ti es
.
222
improving Organizational ClimatP
Organizational climate was found to correlate strongly with
volunteer support and commitment (see Chapter VI). Organ, zational
climate affects the motivation of volunteers in that the better the
organization climate, the higher the support and commitment of volun-
teer RDCs. As volunteers, RDCs should be treated and managed
differently than paid workers. The theory Y assumption should be the
basis of volunteer management, and efforts to improve organizational
climate should focus on every function of management: leadership,
definition of task and responsibility, personal growth, personal
relationships and organization norms.
Improving Management Function
As discussed previously (Chapter III), the management function
in volunteer organizations should include planning, organizing,
staffing, supervising, motivating, monitoring and creating. These
functions as they apply to the Indonesian RDC program are now
di scussed.
PJanni ng. There were no regular meetings of RDCs in the sample
villages three months after the RDCs had completed training. There
was no written work-plan of RDCs found in these areas. Planning
should be developed for RDC programs and activities that includes
clear cut tasks and responsibilities and duration' activities for
everyone involved in the program— LKMD and village staff as well as
RDCs. The planning process should involve volunteers in every step
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in order to encourage maximum support and commitment and make sure
they understand their needs, resources, tasks and responsi bi 1 i ties
.
Ora^nizina. Organizing is usually the second function of manage-
ment after planning; it is concerned with: (,) determining the speci-
fic activities that are necessary to accomplish planned goals;
(2) grouping the activities in a logical pattern, framework, or
structure; and (3) assigning the activities to specific people (Hick
and Guel let, 1976, p. 300). Clear tasks and responsibilities should be
developed together with volunteers so that every member of LKMD
,
RDC
and village staff understand their tasks and feel responsible to carry
them out.
-
taffin 9 ' Staff i ng is concerned with determining who is going
to do what. Staffing includes career workers (village staff), LKMD
members and RDCs. The relationship between paid workers and RDC
should be one of cooperation and coordination instead of competition
(Wilson, 1976, p. 185). Therefore, the work of village staff should
not be given to RDCs, and RDCs should be treated like other paid
village staff in terms of rights and responsibilities.
Supervi sion and motivation
. Good supervision of volunteer field-
workers requires skill and genuine compassion to help volunteers remain
motivated, and to encourage efforts toward assuming greater responsi-
bilities. Regular or periodic supervision should be undertaken by
village heads, LKMD members and community 'C.elopment officials to help
RDCs and staff solve their problems and encourage them to keep working
with the program. As discussed previously, almost 70 percent of the
respondents reported that they were never visited by Community
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Development officials and the work areas they have to cover. To cope
with these problems, periodic peer supervision during regular meetings
with village heads or other officials from the subdistrict could be
employed as an alternative means of supervision. Good, planned and
regular peer supervision would avoid feelings of being coerced by
Village heads, staff or other LKMD members and would improve the
working relationship of the volunteers as a team.
Mo nitQrinq
. Regular monitoring would help the village and com-
munity development officials to design effective supervision. Meetings
where staff, RDCs
,
and LKMD members report their needs, problems,
activities and accomplishments should be held for the sake of moni-
toring and evaluation as well as for supervision. Parti ci patory
monitoring which is conducted by staff, RDCs, and LKMD members would
be a more useful and powerful means of making volunteers realize their
responsibilities, strengths and weaknesses. Holding regular moni-
tor!’ ng/supervi sory meetings is one of the recommendations of this
study (see Appendix C-38).
C rea ti ng . i he members of LKMD and RDCs should be encouraged and
helped to create new systems, funds, techniques, and approaches as
challenging tasks. The village leaders and other government officials
should give more opportunities to RDCs to share their ideas, opinions
and feelings without feeling threatened. Creative ideas and activities
will occur only in a free and supn^r-ive atmosphere. Self-actualiza-
tion, especially as expressed in getting and sharing ideas, knowledge
and skills, is the greatest expectation of most volunteers (see
T ables C - 2 9 to C-37 and C-38 to C-44). Invention is a result of many
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ideas, resources and time. The village
tors and other persons who are involved
workers should create an open, democrat!-
wmch the ideas of others can flourish.
head, subdistrict administra-
in managing volunteer field-
c > and supportive climate in
Parti ci patory Decision Making
One of the key elements in successful rural development is
participation. As volunteer community development fiel dworkers
,
RDCs
should be involved in decision-making processes at every stage:
program development, implementation and evaluation (see Chapters II and
III and Figure 10). In general, participatory decision-making takes
Place in groups. Knowles' (1973) model of group decision-making pro-
cesses, method, and hindering and helping behaviors are illustrated in
Figure D- 4 . According to this model, the roles of leaders in group
decision-making processes are very important in generating or improving
helping behaviors and minimizing or avoiding hindering behaviors.
Stages 3, 4 and 5 of Stoner's model and step 4 of Knowles' model will
place the greatest demands on the capability of a group leader in
leading the group, especially if the volunteer fieldworkers have very
different needs and interests.
Program decisions made in accordance with some habit, rule or
procedure, whether written or unwritten, are obviously the easiest to
implement (Stoner, 1978 p. 166). A volunteer organization that is
well established will have a tradition, but this organization is
usually very rigid and bureaucratic
. Non-programmed decisions are out
of the ordinary and often very difficult to implement (Stoner, 1978,
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FIGURE 10
THE DECISION-MAKING PROCESS
(Stoner, 1978, p. 178)
p. 182), especially in group decision-making processes. To help the
organization cope with this situation, the organization may develop
a written policy by involving the volunteers in establishing the rules
and procedures that affect their needs and interests. Volunteers can
be asked to revise or renew the rules and procedures periodically.
Improving Interpersonal Relationships
Interpersonal relationships are a key aspect of organizational
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climate. Positive and creative interpersonal relationship should be
improved both among RDCs and among LKMD, village staff, subdistrict
officials and other persons engaged in village development programs
with RDCs. Positive and creative relationships should be developed
especially between village staff and religious leaders, since this was
strongly suggested by most respondents in this study. Interpersonal
relationships among RDCs
, village staff, and village heads should be
based on equality in order to eliminate feelings of forced participa-
tion in development projects.
However, improving interpersonal relationships with and among
RDCs should not create new power elites in the villages. If it
happens, the participation of villagers may decrease and the
dependency of villagers on the few leaders may increase. The objective
of improving self-support among villagers may fail. Therefore,
i nterpersonal relationships between development fieldworkers and other
village leaders, especially religious leaders who have strong influence
with villagers, should be improved'.
Open, Supportive and Flexible Leadership Style
Creating a supportive, healthy, and positive climate in develop-
ment organizations is also dependent upon the leadership style of
village heads, staff, LKMD and subdistrict admi ni strators and officials.
FI exi bT 1 ' ty , openness, and a supportive atmosphere were low in most
villages and subdistricts. Therefore, open, supportive and flexible
management and leadership styles should be developed and practiced.
Village heads, staff and other subdistrict officials should consider
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RDCs and other LKMD members as partners rather than as assistants
in village development activities.
The village heads and other village and subdistrict officials
should openly discuss all problems in village development activities,
especially financial management. Financial management is a very
sensitive and critical issue and a potential source of disharmony
that may later create conflicts and RDC distrust of village heads
or financial managers of their programs. Once conflict and distrust
occurs, the continuation of RDC support and commitment may be in doubt.
Supportive leadership should be developed within the village and
the subdistrict administration. The village head and other relevant
persons in the RDC management should trust the RDCs to plan as well
as implement and evaluate their programs and projects.
Personal growth and self-actualization are the major RDC
expectations which are not being sufficiently met by the present RDC
program in the sample villages. Personal growth may mean the oppor-
tunity to learn new skills and knowledge or to gain new experience.
Self-actualization might mean the opportunity to practice one's skills
and knowledge. Therefore, it is important to listen and respect the
ideas and opinions of RDCs and provide them with sufficient oppor-
tunities to apply these in programs designed by them. Immediate and
positive feedback to the ideas and plans of RDCs is very important in
encouraging them to develop village development programs.
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Reward Svst.pm
It was found that the respondents' satisfaction with the current
reward system ranged from very low to moderate in the two subdistricts.
If the RDCs are to be institutionalized for long-term programs, a
reward system also must be developed and institutionalized for RDCs and
others who are involved in rural community development programs. The
reward system institutionalized within 4-H Clubs in the USA can be
adapted to reward extraordinary performance, duration of services, and
participation in special events and programs.
Kinds of Rewards
Pionmes. Although potential RDCs may become involved without
expecting any returns, the village heads and subdistrict administrators
should inform potential RDCs of the rewards they may receive for their
services. However, once a promise is offered, it should be kept.
Certi ficates
. Certificates would be more effective if followed by
another reward such as a sum of money, promotion within the volunteer
organization, education, or training. Certificates for service are
usually offered for one year, two years, five years, ten years,
fifteen years, etc. Certificates also may be offered for participation
in special events and training.
Field trips and other training
. Opportunities to visit other
programs in other subdistricts, districts or provir ,'c could be offered
as rewards. Other opportunities such as further training or education
are effective rewards. These opportunities not only motivate
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volunteers but also provide additional experience and broaden the RDCs
frames of reference in rural development programs. The opportunities
further training and education that have been institutionalized in
the Kitbutzim of Israel can be adapted for volunteer programs in
Indonesia.
—
a1s ~ ‘^dals could be provided for special services.
^-m0tlQn - p r°m°tion is another reward that is very powerful in
motivating volunteers. Promotion could be to a higher position in
the organization or to a higher or new position in the government.
Promotion also could be a chance for further education, training, or a
job.
Material and financial support. Many village development programs
are supported both by the government and the private sector. Some of
the financial and material support for programs could be used as
rewards for particular accomplishments by villagers or RDCs
. This
support will be more effective in encouraging the participation of
RDCs and villagers if the material and financial support is linked to
concrete actions.
Conditions for Providing Rewards
Some conditions which should be considered when providing rewards
are: the needs and expectations of the person who is offered the
reward; the most appropriate time for presenting the reward; and the
value of the reward in the eyes of the community.
The national community development agents and officials should
develop guidelines for rewards to local admi ni strators and village
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neads. The head administrators may develop their own reward system
Which may be more applicable for particular programs, activities,
tradition and individuals in their areas and community.
CHAPTER VIII
CONCLUSION
Research Activi ties, Results and Their
Strengths and Weaknesses
Even though the samples of this study were drawn from two areas
usmg two different methods, the populations of these samples can be
considered relatively uniform. Almost all confidence intervals of
every factor and item in both cases seem to overlap each other. This
result is also found in the confidence intervals for B values in both
cases. In order to generalize the results of this study to a wide
variety of geographical and cultural contexts, larger samples need to
be tested.
Data collection techniques employed in this study seem the most
suitable to this kind of research and for these respondents.
Questionnaires without verbal explanation would not work in institu-
tions where the education level of respondents is relatively low.
In this case, the most appropriate technique is an interview in the
local language. An orientation period to get acquainted with the
respondents plays an important role in getting accurate and adequate
information from the villagers. Villagers will not give valid informa-
tion unless they feel that the information is being kept in confidence.
In cases where political pro- Jre is very strong, answers to sensitive
questions are very difficult to obtain. Indirect questioning seems
more effective, but these kinds of questions introduce a source of bias
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unless detailed guidelines have been developed for the respondents
Deforehand. This is also time consuming.
Statistical analysis can be effective in analyzing quantitative
data, but translating qualitative data to quantitative data and then
interpreting that data requires a great deal of knowledge and
experience with the particular culture of the study. This, too,
introduces a certain degree of bias. In-depth insights about the
psychological background of respondents require case studies and
qualitative as well as quantitative analysis.
Even though regression analysis is used to test the correlation
of predictor factors with dependent factor(s) for the population of
this study, the data is too limited to make generalizations or to
extrapolate to the whole of Indonesia. However, it is reasonable to
assume that the results of this study can be generalized to rural Java,
since the population of most of rural Java is largely uniform and the
sample in this study is highly representati ve of that population.
The research items about the reward system and especially about
the training were not developed enough to give more complete informa-
tion. If the items had been developed in more detail, the results
might have been more complete, and the analysis would have been
stronger
.
Research Finding
From both cases it was found that the degree of expectation,
organizational climate, reward system, and training system taken
together as predictor factors significantly and positively correlate
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wuh the aegree of support and commitment of volunteer fieldworkers
or RDCs. Those four factors also significantly and positively corre-
late with each other. Sex, education, occupation, and marital status
were not found to correlate with RDCs' support and commitment, at least
for these cases, but were found to have possible correlation with the
four predictor factors, especially in the Kasembon case. The other
compounding factors-naraely
,
family size, annual family income and age
-may nave some correlation with volunteer support and commitment, but
further testing is required before a definitive answer can be given.
A correlation network shows that expectation should be tested
further as another dependent factor along with degree of support and
commitment, using age, annual family income, family size, organiza-
tional climate, reward system and response to training as independent
or predictor factors. Further research also could be conducted to
determine the correlation between all these factors and volunteer
performance.
Even though almost 95 percent of the respondents joined RDCs at
the request of the village heads; however, their expectation mostly
focused on belongingness and love, self-esteem, and self-actualization
needs. Most RDCs expected to gain and share their knowledge and skills,
to get more friends, and to be recognized by others as competent
persons
.
Organizational climate was found to be the most significant
determinant in predicting the volunteer's support and commitment in
both research sites. Village heads are the key to the success of RDC
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activities. They are also the most important factor in detecting
the organizational climate of rural development efforts in the villages.
Some evidence of participation was found. When it occurred, it
took place mostly in the planning process or in the form of physical
work. But decisions were mostly made by village heads or other upper
level authorities. Host respondents reported that they had no
ponsibility or right to participate in financial management. RDCs
are rarely supervised by community development officials, who expect
the RDCs to be supervised by village heads, other village leaders,
and by community development fieldworkers at the subdistrict level.
Interpersonal relationships ranged from moderate to high among
RDCs and other village staff. Briefly stated, the organizational
climate, especially the authority of village heads and their leader-
ship styles, should be improved in order to gain more support from
RDCs. Open, democratic, and flexible leadership need to be practiced
by everyone who works with RDCs.
Training was reported to be highly satisfying to the respondents.
but most of them felt they needed further training to better understand
the content and application of the materials. The reward system has
not yet been institutionalized in most villages.
Recommendati ons
Most volunteer fieldworkers (RDCs) complained about the lack of
opportunity to participate in decision-making, and felt the lack of
supervision. In planning and maintaining the organizational climate,
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reward system, and training system, these concerns should be taken into
account seriously.
Regular meetings should be held to: (1) p i an village development
programs; (2) provide opportunities to share ideas, knowledge, and
skills; (3) develop an atmosphere for group monitoring, evaluation,
and supervision; (4) increase the feeling of belonging to village
programs and activities; (5) provide peer and informal training to the
volunteers and staff; (6) develop positive and closer relationships
among staff; (6) develop positive and closer relationships among staff,
LKMD and RDCs
; and (7) develop a sense of responsibility for the
success of their programs. These meetings would be very effective if
the village heads and staff and other officials at the subdistrict
level are flexible, open, supportive and provide consistent
Pancasila (Yudonesian) leadership. The village heads should give
instruction to RDCs not only in how to plan and implement programs
but on how to control them as well. Financial management should be
openly discussed with LKMD and RDCs both in terms of how to obtain
financial resources and, more importantly, how to manage spending.
Integrated programs and activities at subdistrict levels is
another key to the success of village development programs. The guide-
lines for subdistrict roles in the RDC program should be clarified and
put into practice. The ability to do the job and understand tasks and
functions is one of the keys to good performance. Support and commit-
ment is not enough to actualize the expectations and needs of the
villagers. Training is one approach to providing RDCs with functional
knowledge and with basic information about the goals and objectives of
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the program. The training for RDCs shouid stress how to meet the needs
and solve the problems of villagers rather than wh*. they exist; in
other words, the training should be more practical and ski 1 1
-oriented.
Training for subdistrict administrators is critical for increasing
the support and commitment of RDCs and for improving every element
of village development programs. The training for village heads is
also very critical. This training should be conducted before RDCs are
recruited and trained because one of the objectives of such training
is to inform village heads of recruitment criteria and RDC roles and
functions. The training should also provide knowledge and skills that
are useful for supervising RDCs and for increasing people's participa-
tion in village development programs.
The training curriculum for all support components of village
development programs would be best integrated and mutually supportive
if it is developed by one institution. Moreover, the training
program should be carried out at the same provincial or subdistrict
training center; and all these centers should be headed by one national
training center for village development programs.
Alhtough volunteer fieldworkers do not expect any financial return
for their services, the evidence suggests that they may expect psycho-
logical benefits. Rewards are an important factor in motivating
volunteers. The reward system that has long been practiced by 4-H
Clubs in the USA can be adapted as a model for RDC programs. Other
rewards such as opportunities for promotion or obtaining jobs should
be institutionalized.
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Further research with larger samples is very important
wnole picture of RDCs 1 activities, motivation, problems and
mine whether or not RDCs will be employed in the future as
component of Indonesia's national rural development program
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INTERVIEW GUIDE
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INTERVIEW GUIDE
Respondent: RDC
I • Personal background
1
. Name
:
2 * Sex: male female
3. Occupation:
4. Education:
O . Age
:
years old
6. Marital Status: single
marri ed
di vorced
7. Fami ly size: persons
lender your responsibil ity)
3. Annual family income: Rp
1 1
. Trai ni nq
1. Have you received training as an RDC?
yes no
2. Do you think that the training has been useful to you
as a volunteer in this village development program?
To what extent?
very high moderate none
5 4
l I
3 2
t i
1 0
Codes
101
102
103
104
105
106
107
108
201
202
257
258
III.
3- Did you expect to qet the train-inn
volunteered? To what exlnt? ^
Ver
5
h ' 9h
4
moderate none
—
‘
—
i ; i «
'
— ** - *•••
very hlgh moderate none
l f l 2 1 0
5. Do you expect another training later? To what extent?
very high moderate none
i L ? 1 Q
6. Do you have other comments about the training?
Expectati on
( General )
1. Did anybody ask you to join RDC? yes no
I f yes , who and why?
If no, how did you become involved as an RDC?
What reason do you have to be an RDC?
203
204
205
206
301
2
302
259
Did you know the task and responsibility of the Rnrsbefore you joined? To what extent? DC
very high moderate
none
? t ? 2 , o
RDC?^°What°kinds of baneful
* y0U mi9ht 96t 35 a '
303
304
How did you know?
5. Old you expect any benefits from serving as an RDCbefore you joined? 10 what extent?
very high
5
moderate
2
What kinds of benefits?
none
0
305
6. Did you receive these benefits after joining RDC 7
To what extent?
great deal somewhat n
What kinds of benefits?
306
( Safety Needs!
7. Did you expect any protection from the government by
serving as an RDC? To what extent? 307
very high modo r te
5 4 3 2 1
1
i
i
i i
none
0
260
What kinds of protection?
308
8 . Did you believe in government givinq
favor by joining RDCs?
What kinds of protection?
you protection/
309
Are you satisfied with the
favor? To what extent?
very high
5 4 3
! i i_
9. Did you think that your neighbors will provide you
with any protecti on/favor if you joined RDC ?
To what extent?
government protection/
moderate none
2 1 0
very high moderate
5 4 3 2
1
!
* i
none
0
I
10
Did you expect any protection/favor from villagers
or your neighbors by joining RDCs? To what extent?
very high moderate
5 4 3 2 1
! |
-
L
What kinds of protection or favor?
none
0
310
311
312
11. Are you satisfied with the protection/favor given by
the villagers or your neighbors? To what extent? 313
very high moderate none
5 4 3 2 1 0
1
!
< i
|
i
12. What kinds of protection or favor did you receive
from other villagers? 314
261
13. Did you think that if
,,
.
,
you did not join
that you would meet with
of trouble?
any trouble?
an RDC
What kind
315
14. Did you believe that by joining the RDC that
would have a good chance for a better livina
the future? a
you
i n
yes no
15. Did you expect to get a better living
through being an RDC? To what extent?
in the future
very high moderate
5 4 3 2
1
_i < i_
What kinds of living?
none
0
316
317
16 Did you feel that because of serving as an RDC that
you would have the opportunity to gain a better
living for your future? To what extent?
very high
5 4
moderate
3 2
none
0
(Belonging and Love Needs)
17. Did you believe that you would be an important
person in decision making processes in the village
by serving as an RDC? To what extent?
very
5
hi gh
3
moderate
2 1
none
0
18 . Did you expect that through joining the RDC that
the village officials would consider you an important
person in making important decisions in rural
development programs? To what extent?
very
5
high moderate
3 2 1
none
0
318
319
320
262
19
‘ Dl'd you expect that you would be included inmaking important decisions for rural developmentprograms by other villagers? P
1
20 .
yes no
Did you think that the government should involveyou in making decisions in rural development?
yes no
Why?
321
322
21. Do you feel that since you joined the RDC the
government officials have always considered your
opinion in important decision-making processes?
always often n e
5 4 3 2 1,
22. Are you satisfied with the acceptance of your
involvement in the RDC by the government officials 7
To what extent?
very high moderate
5 4 3 2
1
1 i l
1
none
0
23. What do you think about villagers' perception of
your involvement in the RDC?
323
324
24. Are you satisfied with the villagers' acceptance of
your services as RDC? To what extent? 325
very high moderate none
5 4 3 2 1 0
1 1
|
i I i
25. Do you expect that through RDC services you will
get c
l
n
c r to government officials or village staff?
To what extent? 326
very high moderate none
263
26. Do you expect that through RDC
get closer to other members in
To what extent?
services you will
the community?
27,
very high
5
moderate
3 2 1
none
0
?n
e
tho
U
onr
tlSfied that dunng involvement
To what extenT
dmS th“ y° U gai "ed more friends?
very high
5 4
' i
(Self-Esteem)
moderate
3 2
j i
none
1 0
j i
28. Did you think that you would be wel
1
-recogni zedby government officials by joining the RDC 7
To what extent?
very high
5 4
' i
moderate none
3 2l 0
!
! i
29. Did you think that you would be well known in the
village if you serve as RDC? To what extent?
very high moderate none
5 4 3 2 ln
30. Did you expect that if you became an RDC, that you
would have a better position in the village?
To what extent?
very high
5 4
i i
moderate none
3 2 10
J
! |
i
What kind of better position?
327
328
329
330
331
31. Are you satisfied that you have achieved a better
position in the village since joining the RDC?
To what extent? 332
very high moderate none
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.Jhat kind of better position?
oc. How do you
333
33 .
TOur
y
villano
C
J
t0 beCOme 3 m0re 1mportant person inyo ge by joining the RDC? To what extent?
very high
5
moderate
3 2
none
0
Se 1 f-Actua 1 i zati on Needs
j 4. Did you expect to gain new knowledge or skills
through the RDC? To what extent?
very high moderate no
5 4 3 2 1
What kinds of knowledge or skills?
334
335
Are you satisfied that you have gained knowledge or
skills? To what extent?
very high
5 4
' i
moderate none
3 2 10
-I
!
i
i
336
What kinds of skills and knowledge have you learned
from volunteering as RDC? 337
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35 Did you expect to practice your knowledge or
skills in RDC activities? To what extent?
very hi 9h moderate none
5 4 3 2 ! o
What knowledge or skills'
338
Are you satisfied that you get the
practice your knowledge or skills
To what extent?
opportunity to
in RDC programs?
very high moderate
5 4 3 2
'
!
!
i
What kinds of skills and knowledge?
none
0
339
36. Did you expect to contribute your i
RDC? To what extent?
very high moderate
5 4 3 2
1
!
i
,
deas through the
1
none
0
i
What ideas?
340
Did you get the opportunity to contribute your
ideas through the RDC? To what extent? 341
very
5
1
high
4
l
moderate
3 2 1
< l 1
none
0
1
Are you
extent?
sati sfied with the opportunity? To what
very high moderate none
5
1
4
1
3 2 1
1 1 1
0
l
What kinds of opportunity?
266
though the
6
RDC?° To°wha?
U
ex?e^?
t1al COmpeten^
very high
5 4
moderate
3 2 1
none
0
tunftv m
satlsfled that y°u have had the oppor-i y to show your potential competency in RDCprograms? To what extent?
very high
5 4
moderate
3 2 1
none
0
( Transcendental Needs )
39. Did you expect to get God's blessing through serving
as an RDC? To what extent? y
very high
5 4
moderate
3 2
none
0
40. Do you serve as an RDC because God asks you to do
such things?
yes no
41 Do you believe that God will reward you for your
work as an RDC in this life or in the next life 7
To what extent?
very high
5 4
moderate
3 2
none
0
What kinds of rewards?
342
343
344
345
346
42. Do you expect that God will reward you for your works
as RDC in this life or in the next life? To what
extent?
very high moderate none
5 4 3 2 1 0
1
! |
i i i
What kinds of rewards?
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43. Do you think that by joining an RDC
a better chance or position in the
communi ty?
you wi 1
1
religious
have
yes no
Other comments
:
348
44. Do you believe that the religious leaders
you for your services as an RDC member?
extent?
will bless
To what
IV.
very high moderate
5 4 3 2
!
|
i
Organizational Climate
1
none
0
How do you think and feel about the relationship
among RDC members?
very high moderate none
5 4 3 ? i n
How do you feel
?
349
401
2. Do LKMD members, other village staff or villagers
encourage or support you to develop your knowledge
or skills? To what extent? 402
very high moderate none
5 4 3 2 1 0
1
! ! |
i i
3. Do you have opportunity to develop closer
relationships with other persons? To what extent? 403
very high moderate none
5 4 3 2 1 0
1
1 ! j i .
With whom?
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4.
Do you have the opportunity to develop yourknow edge/skills by serving as an RD??
7
To what extent?
very high
5
moderate none
0
f^Mn
y ° U sat1sfied with the moral support qiven bvLKMD or other village staff? To what extend
*
very high
5
moderate
2
none
0
From whom?
404
405
5
' RK or UMD?
eel db0Ut the Style 0f leaderShi P
Who is the person?
To what extent:
the openness of the leadership is,
very high moderate none
5 4
i
i
3 2 1
' i
0
the flexibility of the leadership is,
very high moderate none
5 4
i i
3 2 1
-
> i i
0
the supportiveness ofr the leadership is,
very high moderate none
5 4
• l
3 2 1
' i i
0
1
Do you feel that you have enough opportunity to
implement your ideas through RDC/LKMD?
To what extent?
very high moderate none
5 4
1 l
3 2 1
i i i
0
i
407
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9o you feel that you have enough opportunity t
extent?
thr0ugh RDC /LKMD? To what
very high
5
moderate
3 2
none
0
subdistHri
ott
?
er
\ village staff/leaders and
viliano a
Ct °fflclals trust your competency inl ge development programs? To what extent?
very high
5
moderate
3 2
none
0
What competency'
408
409
9. Do you feel satisfied that you get equal opportunity,treatment or benefits with other members of RDCs ?
To what extent?
very high
5 4
moderate
3 2 1
none
0
What kinds of opportunities, treatments, and
benef i ts?
410
411
10. Do you have other comments about the climate of your
organization ( LKMD/RDC/vi 11 age office)?
V
. Reward Systems
1* Did you get any kind of appreciation or recognition
for your accomplishments as an RDC? 501
very often
5 4 3 2 1 0
1
!
i i i i
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What kinds of recognition?
502
From whom?
503
2. Did you get any promises or rewards or certificatestor the duration of your services? How often?
very often moderate n0 ne
5 4 ' 3 2 i n
Kinds or certifications or reward?
504
Are you satisfied with the rewards or appreciation
received? To what extent?
3. Do your colleagues greet or congratulate you for
your results or success? How often?
very often moderate nom
5 4 3 2 1 0
1
!
i i
j |
What does this mean?
VI • Volunteer Support and Commitment
1. How many times do you attend RDC or LKMD meetings? 601
always often none
5 4 3 2 1 0
1
j_ j i i i
What meetings?
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2 . How many times are you involved in other
activities of RDC/LKMD in village development?
always
r
b
often
2 1
never
0
What kinds of activities?
602
What is your position in most of these activities?
3. If LKMD or the village head needs your time orhelp, would you be available to support or help
them? K
always
5 4
i i
often
3 2
i i
1
never
0
4. Are you available to
request to solve the
vi 1 1 age development
contribute your ideas
problems of RDC/LKMD
programs?
by
i n
604
always
5 4
i i
often
3 2
i
I
1
i
never
0
5. Are you available to contribute your
opinion whether accepted or rejected
staff or LKMD?
ideas or
by village heads/
605
always
5 4
i
i
often
3 2
1 i
1
i
never
0
1
6. Are you available to contribute other things
(money/material support) if needed by LKMD or
village heads for village development programs?
always often never
5 4 3 2 1 0
1
L L 1 ' i
If there were other programs in village development,
would you support these programs through activities?
always often never
5 4 3 2 1 0
1
| |
I i i
606
607
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What are your reasons?
8 ‘ Do
^ou have any idea on how to accomplish the
problems?
deVelopment P ro 9 rams or to solve village
608
9. How would you accelerate the village's development
programs?
609
VII. Other Questions
1. What accomplishments are you most proud of? 701
2. What is your main reason for being a volunteer? 702
3. What negative feelings do you have about being an RDC? 703
Note: Other questions in this part will be developed according
to the issues t u.«' arise in the field.
APPENDIX B
CODING LIST
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CODING LIST
^ • Personal background
Item No.
101. Number/name of respondents
102. Sex
O) male (2) female
103. Occupation of respondents
Main occupation
(0) unemployment
(1) farmworker
(2) village officer/staff
( 3 ) fa rme r
(4) small trader
(5) retired
(6) government employee
(teacher, army, etc.)
(7) trader
(8) other
000
001
002
Additional occupation
(0) none
(1) farmworker
(2) village officer/staff
(3) farmer
(4) small trader
(5) retired
104.
Level of education
Formal education
(0) illiterate
( 1 ) elementary school
drop-out
(2) elementary school
completion
(3) junior high school
drop-out
(4) junior high school
completi on
(5) senior high school
drop-out
(6) senior high school
completi on
(7) college drop-out
f 8) college completion
003
Non-formal education
(0) none
(1) RDC training
274
275
05.
107
108.
m^lTotarirp 5 3t the 6" d 0f Feb™ary
( 1 ) 25 and below
(2) 26 to 35
(3) 36 to 45
106. Marital status
(1 ) single
(2) married
(4) 46 to 55
(5) 56 and above
(3) divorced
Family size under respondents' responsibility(Total number) J
(1 ) T to 3
(2) 4 to 6
(3) 7 to 9
(4) 10 to 12
Annual family income
(including husband, wife and children)
(1 ) $250.00 and below
(2) $251.00 to $500.00
(3) $501 .00 to $1 ,000.00
004
005
006
007
(4) $1 ,001 .00 to $2,000.00
(5) $2,001.00 and above
II. Trainina
201. Have respondents received RDC training
(0) no
(1 ) yes
202. Respondents' opinion or feeling of the usefulness
of RDC training
Degree of usefulness of RDC training
(5) very high (2) low
(4) hi gh
( 1 ) very 1 ow
(3) moderate (0) not useful
203. Respondents expectations in getting training
before the actual training
Degree of expectation
(5) very hi qh
(4) high
(3) moderate/somewhat high
204. Respondents' feeling to the
Degree of satisfaction with
(5) very high
(4) high
(3) moderate
(2) low
( 1 ) very low
(0) none
trai ni ng
the training
(2) very low
(1 ) very low
(0) none
008
009
010
011
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205
206
Respondents' expectation to get further training
Degree of expectation.
012
(5) very high
(4) high
(3) moderate
( 2 ) low
O) very low
(0) none
General comments of respondents to the training
activities. a
0 . The training activities in general
5 very good (2) bad
?
ood
,
(1 ) very bad
(o) fairly good (0) extremely bad
The effectiveness of methods.
013
(5) very effective
(4) effective
(3) somewhat effective
(2) little effective
( 1 ) less effecti ve
(0) not effective
014
The attractiveness of
(5) very interesting
(4) interesting
(3) somewhat interesting
materi
a
(2) a
( 1 )
little interesting
very little interest
015
Accommodation and services.
(5) very good (2) bad
( 4 ) good (i) very bad
(3) fairly good (0) extremely bad
Time availability for the training.
Degree of satisfaction.
(5) very high (2) low
016
017
(4) high
(3) moderate
(1 ) very low
III. Expectati on
301
. How respondents become RDC members
(1) asked by village head/leaders
(2) asked by subdistrict admi ni strator
(3) asked by community development fieldworker
(4) self- ini tiati ve
(5) others
018
277
302. General reasons to be an RDC.
( 1 )
( 2 )
(3)
(4)
(5)
( 6 )
not clear/do not know
to gain new knowledge/experience
to get involved in community development
programs
to have a chance to give/share his/her ideas
willingness to be a leader in the villaqe
to obey village head orders
303. Knowledge of respondents about task and
responsi bi 1 i ty of RDC before he/she joined RDC.
Degree of knowledge.
(5)
very high
(4)
high
(3)
somewhat high
( 2 ) low
(1 ) very low
(0) none
304. Respondents' knowledge about possible benefits
to be gained through serving as an RDC, before he/
she joined.
1 • Ki nds of benef i ts
.
(1 ) nothing/do not know.
(2) knowledge and experience.
(3) to accelerate village development programs
(4) being a pioneer/shari ng ideas
(5) family welfare/any other return
(6) closer contact iwth village head/subdistrict
administrator/staff
(7) getting more friends
019
020
021
2. By whom/what the respondents were informed of
the possible benefits gained by joining the
RDC. 022
(0) do not know/not clear
(1) from other trainers/ trainees
(2) meetings
(3) reading
(4) guessing
(5) personal experience
(6) others/combination
305. Expected benefits from serving as an RDC.
1. Degree of expectation
(5) very high (2) 1 ow
(4) high (1) very low
(3) moderate (0) none
023
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306.
307.
308.
309 .
2. Kinds of expected benefits
( 1 )
( 2 )
(3)
(4)
(5)
( 6 )
(7)
( 8 )
(9)
do not expect anything/not clear
more friends
family welfare, job and any other returns
more experience or knowledge
applyi ng/shari ng his/her knowledge/skillsbeing a leader for rural development programsbeing closer to village head/leaders
helping village development proqrams
honoraria
024
The benefits received from serving as an RDC.
!• The amount of benefits
(5) very high (2) low
hlgh
(1 ) very low
(3) somewhat high/moderate (0) none
Kinds of benefits received.
(1 ) knowledge and skills
(2) more friends
(3) family welfare/any other returns
(4) others
025
026
The degree of respondents' expectation for
government favor/protection.
(5)
very high
(4) high
(3) moderate/somewhat high
Kinds of expected favor/protection from
government.
(1 ) not clear/nothing
(2) knowledge and skills
(3) honoraria/any material supports
(4) security, power or authority
(5) attention from government or job
(6) village facilities
( 7 ) supervi sion/guidance/cooperation
(8) health benefit plan
(9) others
027
( 2 ) low
(1) very low
(0) none
Respondents' belief in possible protection/favor
given by government through serving as an RDC. 029
( 1 ) nothi ng/do not know
(2) honoraria
(3) security/law
(4) health benefit
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(5) knowledge and skills
(6) dispensation
(7) village facilities
8) school/educational facilities
(9) supervision/guidance
310
.
311.
Respondents' feeling
Degree of protection.
(5) very high
(4) high
(3) moderate
toward government protection.
( 2 ) low
(1 ) very low
(0) none
Respondents' belief in possible
from vi 1 lagers
.
protection/favor
(5) very high
(4) high
(3) moderate
( 2 ) low
(1 ) very low
(0) none
312. Respondents' expectation of protection or favorfrom other vi 1 lagers
.
1. Degree of protection/favor
(5) very high
(4) high
(3) moderate
2. Kinds of protection/favor
(1) not clear/do not know
(2) experience-knowledge
(3) ideas/moral support
(4) participation, physical help, et.c
(5) money/other material appreciation
(6) security
(7) others
( 2 ) low
( 1 ) very low
(0) none
313. Respondents' feeling toward protecti on/favor
given by other villagers.
Degree of satisfaction
(5) very high
(4) high
(3) moderate
(2) low
( 1 ) very 1 ow
(0) none
314. Kinds of protection or favor received by respondents
from other vi 1 lagers.
(0) none/nothing
(1) ideas and suggestions
(2) moral support and appreciation
030
031
032
033
034
035
280
315 .
316.
317.
318.
319 .
(3) participation,
(4) security
(5) other supports
physical help, etc.
(materials, money, etc.)
Respondents' opinion about possible
result of rejecting village head's
participate as an RDC.
risks as
order to
a
(0) none/do not know
(1) administratively neglected by villaqe head
or staff a
(2) threat
(3) less opportunity to develop or gain knowledge/
skills or ideas y
Respondents' belief in getting a better living in
the near future through serving as an RDC.
(0 ) no
( 1 ) yes
Respondents' expectation to gain a better livinq
through serving as an RDC.
1. Degree of expectation
5 very high (2) low
4 hl 9h (1) very low
(3) moderate (0) none
Kinds of better living expected
( 1 ) do not know/none
(2) economically and educationally better
(3) better health benefits
(4) farming equipment, tools, and technology
(5) social welfare
Opportunities to gain better
as an RDC.
Degree of opportunity
(5) very high
(4) high
(3) moderate
Respondents' belief to be an
decision-making processes in
serving as an RDC.
Degree of belief
(5) very high
(4) high
(3) moderate
living after serving
(2) 1 ow
(1) very 1 ow
(0) none
important person in
the'i r v i 11 ages by
(2) 1 ow
(1) very 1 ow
(0) none
036
037
038
039
040
04 ,
281
320.
321 .
322.
323.
324 .
Respondents 1
deci si on-maki
expectation to be involved
ng process by joining RDC.
Degree of expectation
i n
(5) very high
(4) high
(3)
moderate
( 2 ) low
(1 ) very low
(0)
none
the
Respondents' expectation to be considered as animportant person in decision-making processesm village development programs.
(1^es (0) no
Respondents' opinion about their involvement/
participation in making important decisions in
village development programs.
1- If they should be involved.
0) yes (o) no
2. The reasons that they should be involved.
(1) not clear/not competent
(2) for village community development benefits
(oj the right of people/the government should
encourage rural community participation
(4) to let RDC know about village development
programs
(5) the responsi bi 1 i ty of government to get
RDCs involved in decision-making processes
(6) to bo considorod cin intolligGnt porson
The frequency of respondent involvement in decision-
making processes.
(5) always
(4) very often
(3) often
(2) sometimes
(1) rare
(0) never
Respondents' feelings regarding the village heads 1/
leaders' and other officers' acceptance of their
serving as an RDC.
1. Degree of satisfaction
(5)
very high
(4) high
(3) moderate
(2)
low
( 1 ) very 1 ow
(0) none
042
043
044
045
046
047
282
2
' Percepti0n of his/her serving as
048
I as usual/nothing chanqed
(2) good
(3) better
325. Respondents' feelings regarding villagers'
acceptance of their serving as an RDC. 049
Degree of satisfaction
(5) very high
(4) high
(3) moderate
(2) low
(1 ) very low
(0) none
326. Expectation of respondents of being closer to
village head or subdistrict admi ni strator
.
050
Degree of expectation
(5) very high
(4) high
(3) moderate
( 2 ) low
(1 ) very low
(0) none
327. Respondents' expectation of
villagers through serving as
being closer to other
an RDC. 051
Degree of expectation
(5) very high
(4) high
(3) moderate
(2) low
(1 ) very low
(0) none
328. Respondents' feelings of hav
through RDC activities.
ing more friends
052
Degree of satisfaction
(5) very high
(4) high
(3) moderate
( 2 ) low
( 1 ) very low
(0) none
329. Respondents' estimation of being popular with
village head/leaders and subdistrict admi ni strators
and officials by serving as an RDC
.
Degree of popularity
(5) very high (2) low
(4) hi gh ( 1 ) very 1 ow
(3) moderate (0) none
283
330. Respondents 1 opinion of
villagers by serving as
(5) very high
(4) high
(3) moderate/somewhat
being well known among
an RDC.
( 2 ) low
(1 ) very low
331 . Respondents
position in
joining the
expectation for getting a better
their village/subdistrict through
RDC
.
1. Degree of expectation
(5) very high
(4) high
(3) moderate
(2) low
(1 ) very low
2. Kinds of better position expected
(1) nothing/do not know/not clear
(2) as motivator
(3) as community development pioneer
(4) as village head/staff
(5) farmer leader
332. Respondents' feeling toward position gained
after joining the RDC.
1. Degree of satisfaction
(5) very high (2) low
(4) high (1 ) very low
(3) moderate (0) none
2. Position gained through RDC
(1) not clear/do not know/none
(2) trust from villagers
(3) getting prestigious role/prestige
(4) leaders of LKMD/PKK/LMD/vi 1 1 age staff
(5) planning work
333. The feeling of respondents
(5) very proud
(4) proud
(3) pleased
of being an RDC.
(2) nothing changed/
as usual
( 1 ) more tasks
334. Respondents' expectation of becoming n more
important person by joining the RDC^
Degree of expectation
(5) very high (2) low
(4) hi gh ( 1 ) very 1 ow
(3) moderate (0) none
054
055
056
057
058
059
060
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335.
336.
337.
338.
Respondents' expectation of getting new or moreknowledge/skills through joining the RDC
Degree of expectation
2 .
(5) very high
(4) high
(3) moderate
( 2 ) low
(1) very
(0) none
Kinds of knowl edge/ski 11 s received
( 1 ) none/not clear
(2) home craft/family welfare
(3) from RDC training curriculum
(4) rural technology
(5) motivating techniques
(6) rural development programs and
1 ow
knowledge
Respondents' feeling about knowledge/skills
received. y
Degree of satisfaction
(5) very high
(4) high
(3) moderate
(2) low
(1 ) very low
(0) none
Skills/knowledge developed while servinq as
an RDC. y
(1) home economic skills/family welfare
(2) general knowledge/skills
(3) motivating techniques
(4) rural technology
(5) art and sport
(6) rural development programs and planninq
(7) health
y
Respondents expectation for having the opportunity
to share their knowledge/ski 11 s through the RDC
programs
.
1 .
2.
Degree of expectation.
(5) very high (2) low
(4) high (1 ) very low
(3) moderate (0) none
Kinds of knowledge/skills to be shared
(1 ) none/do not know
(2) rural development
(3) home economic skills/knowledge/life skills
(4) farming techniques
(5) community motivation techniques
061
062
063
064
065
066
285
(6) general knowledge
(7) rural technology
(8) budgeting
339
.
^
• The degree of opportunities
2 .
(5) very high
(4) high
(3) moderate
( 2 ) low
(1 ) very low
(0) none
Knowledge or skills that had been shared
(0) none/not clear
(1) general knowledge
(2) handicraft/life or home economic
(3) rural development
(4) art and sport
(5) environmental health care
(6) rural technology
(7) social guidance
skills
340.
fn
SKp n Jh' . exp ®ctation of havi ng the opportun'to share their ideas through RDC activities.
Degree of expectation
(5) very high
(4) high
(3) moderate
2. The ideas to be shared
( 2 ) low
(1 ) very low
(0) none
( 1 ) none/not clear
(2) rural technology
(3) art and sport
(4) environmental health care
(5) handi craft/fami ly welfare/home economy
(6) general knowledge
(7) rural technology
341. The opportunity to share ideas.
1. Degree of opportunity
(5) very high (2) low
( 4 ) high ( 1 ) very 1 ow
(3) moderate (0) none
067
068
069
070
071
286
2 .
!^,[e^ lng that the opportunity isaval
l ab 1
e
3.
(Degree of Satisfaction)
(5) very high
(4) high
(3) moderate
( 2 ) low
0 ) very low
(0) none
Kinds of opportunities
( 1 ) none/not clear
(2) at LKMD meetings
(3) at women activities
(4) at sport and art activities
(5) at visiting
(6) at religious meetings
(7) at various meetings
342. Respondents expectation to share his/her
potential ability through RDC
.
Degree of expectation
(5) very high
(4) high
(3) moderate
( 2 ) low
(1 ) very low
(0) none
343.
344.
345.
Respondents
|
feelings of the opportunities for
sharing their potential skills/abilities.
Degree of satisfaction
(5) very high
(4) high
(3) moderate
( 2 ) low
( 1 ) very low
(0) none
Respondents expectation of God rewarding their
services as a RDC.
(5)
(4)
(3)
If
activities is a response to religious teaching
(0 ) no ( 1 ) yes
very high
( 2 ) low
high (1 ) very low
moderate (0) none
the respondents' participation in RDC
346. Respondents' belief in God rewarding their
services through RDC.
1 . The degree of bel ief
072
073
074
075
076
077
078
(5) very high
(4) high
(3) moderate
287
(2 ) low
( 1 ) very
(0) none
1 ow
347.
348.
2. Possible reward that may be received from God
U) do not know/not clear
(2) monetary rewards
(3) family welfare
(4) bl essing/security
(5 will get every desire/wish
(6) any return for his services or others
se
e
^;
de
a
n
s
ts
; n
ex
Rgc
ec
^ gton no°;. rewarts from God ^
1. Degree of expectation
(5) very high
(4) high
(3) moderate
2. Kinds of rewards
(1) do not know/not clear
2) good physical health
(3) community appreciation
4 God's protection/life security
5 mutual hel p/cooperation with villagers(d) any other returns for their services.
Respondents' belief in getting more respect from
religious group/members for their services as ROC
1. The existence of the belief
(°) no (]) yes
(2) low
(1 ) very low
(0) none
2. Other comments
(1 ) none/not clear
(2) village leaders and religious leaders
should help the villagers (giving money
or material supports)
(3) village staff and religious leaders should
work together and develop mutual cooperation
to help villagers.
(
A ' change community/villager attitude toward
RDC/ rural development programs.
349. Respondents' belief in that the religious leaders
will bless them for their services as RDC members.
Degree of belief
079
080
081
082
083
084
(5) very high
(4) high
(3) moderate
IV
- Organizational riim.t.
(2) low
0 ) very low
(0) none
401. The
1 .
relationship
The degree of
(5) very high
(4) high
(3) moderate
among respondents/RDC
rel ati onshi
p
(2) low
( 1 ) very low
(0) none
2
'
relationship^
reSp0ndents the
p) fairly satisfactory
(2) satisfactory
(3) very satisfactory
402. Respondents' perception
staff attitude to their
activities.
of LKMD/vi 1 1 age head/
involvement in RDC
(5) strongly supportive
(4) supportive
(3) somewhat supportive
(2) 1 ittle supportive
p) very little supportive
(0)
none
403. Opportunities of respondents to devel
relationships to other persons.
op closer
1. Degree of opportunities
(?) vepy hi 9h (2) low
(1
)
very low
(0) none
(4) high
(3) moderate
2. To whom
(0) nobody/not clear
(1) to other villagers
(2) to other village staff
(3) to village leaders/head
404. Opportunities to develop their knowledge
provided by village head/staff.
p) very high (2) low
4 high (1) very low
(3)
moderate (o) none
289
405
given by villag^hea^ support
1
. The degree of satisfaction
(5) very high
(4) high
(3) moderate
From whom
(2) low
(1 ) very low
(0) none
0 ) nobody/do not get any moral
(2) from LKMD members
(3) village head/staff
support
406. Leadershi
p
members
.
style of village leaders/head or LKMD
0. Related person to the questions
(1 ) village head/staff
(2) LKMD members
407.
1
. Degree of openness/democratic leadershi
(5) very high
(4) high
(3) moderate
(2) low
(1 ) very low
(0) none
P
2. Degree of flexibility
(5) very high (2) low
4 high (1) very low
(3) moderate (0) none
3. Degree of supportiveness
(5) very high
(4) high
(3) moderate
Opportunity to apply or
through RDC activities.
(2) low
(1 ) very low
(0) none
implement their ideas
Degree of opportunity
(5) very high
(4) high
(3) moderate
(2) low
(1 ) very low
(0) none
408. The degree of freedom
(5) very high
(4) high
(3) moderate
to express their ideas.
(2) low
(1 ) very low
(0) none
091
092
093
094
095
096
097
098
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409
.
410.
411
.
412.
1- Degree of conviction
2 .
(5) very high
(4) high
(3) moderate
(2) low
0 ) very low
(0) none
Kinds of competency or capability
( 1 ) none/do not know
(2) education, knowledge or skills
3 farming skills/knowledge
4) handicraft/home economic skills
5) rural development/motivating skills
(6) living standard
(7) planning and implementation
(3) security
(9) sport and art
099
100
The feeling of respondents regarding equal
opportunity, treatment, or benefits received.
Degree of satisfaction
(5) very high
(4)
high
(3)
moderate
( 2
)
low
(1 ) very low
(0)
none
Kinds of opportunities or treatment received.
(0) none
(1) information
(2) discussion/proposing ideas
(3) skills and knowledge
(4) community relationship or communication
(5) rewards/supports
(6) treatment, instruction, tasks and responsibility
Other comments.
(0) none/not clear
(1) "musyawarah" or meeting should be held regularly
(2) better approaches to villagers
(o) knowledge and skills of RDC should be improved
(4) RDC should be involved actively in village
development programs
(5) voluntary simplicity in living style
(6) meetings among RDC and LKMD members and other
village staff/leaders should be held regularly
101
102
103
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V. Reward Svstpm
501
.
502.
The frequency of rewards
(5) very often
(4) often
(3)
often enough
received by respondents.
(2)
rare
(1)
very rare
(0)
never
Kinds of rewards received.
( 1 ) none
(2) invitations to
(3) appreciation
(4) certificate
(5) money
(6) others
village activities
503. Source of rewards.
( 1 ) none
(2) village head/staff
(3) training committee
504. Promises of rewards to respondents.
1- Frequency of rewards promised
(5) very often (2) rare
L; °ften (1) very rare
(3)
often enough (0) none
2. Kinds of rewards promised
(1) none
(2) money
505. The satisfaction of respondents to the rewards
received.
Degree of satisfaction
(5) very high (2) low
(4) high (1 ) very low
(3) moderate (0) none
506. Appreciation from other RDC members.
1. The frequency of appreciation received
(5)
very often (2) rare
(4)
often (1) very rare
(3) often enough (0) never
104
105
106
107
108
109
110
292
2- The ways/means to express their appreciation
U ) never/do not know
(2) by words
(3) handshake
(4) others
^ • Support and Commi tmpnt
601
. Respondents visiting village meetings.
1
. Frequency of visiting
(5) always
(4) very often
(3) often
(2) rare
( 1 ) very rare
(0) never
2 . Kinds of meetings
( 1 )
( 2 )
( 3 )
( 4 )
( 5 )
none/not clear
farming information/guidance
rural development and management
Rnr/t
b
i
l
Mn
deSa, '- (villa9e pro 9 ram meeting)
RDC/LKMD meetings
602. Respondents involvement
program development.
in village activities/
1 . Frequency of involvement
(5) always
( 2 )
(4) very often
( 1 )
(3) often
( 0 )
rare
very rare
never
Kinds of activities
( 1 ) none/not clear
(2) "gotongroyong" or "kerja bakti" (mutual
help in village development programs
and activities)
.
(3) handicraft training or life skill traininqs
(4) musyawarah" (discussion)
(5) other activities
3. Respondents' position in most activities
( 1 ) none
(2) motivator
(3) supervi sor/con troll er
(4) resource person
(5) worker
(6) chairperson
(7) secretary
(8) donator/benefactor
111
112
113
114
115
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603.
604.
605.
606.
607.
Respondents' availability for nhvsirai
asked™'
development activities if he/she
wo r k
is
Degree of availability
(5) always
(4) very often
(3) often
(2) rare
(1 ) very rare
(0) never
Degree of availability
(5) always
(4) very often
(3) often
(2) rare
0 ) very rare
(0) never
Respondent availability in proposing ideas
whether accepted or rejected by village head/staff.
Degree of availability
(5) always
(4) very often
(3) often
Respondents' willingness
other material help for
activities
.
(2) rare
(1 ) very rare
(0) never
provide money or
1/village development
Degree of willingness
(5) always
(4) very often
(3) often
(2) rare
(1 ) very rare
(0) never
The will ingness of
.respondents to support other
village development programs through RDC activities.
1. Degree of willingness
(5) very high (2) low
(4) high (1) very ] ow
(3) moderate (o) none
2. The reasons for willingness
(
1 ) do not know/not clear
(2) to get new experience
(3) for the benefits of the village and villagers
(4) mutual help activities and tradition
(5) supporting or giving physical help
116
117
118
119
120
121
294
VII.
608
609,
vil 1 age^deve°opment^ SUpport1n 9
( 1 ) none
“ SPSS'S;™”' " *<»«.
loj to develop communi ty/vi 11 aaer rp^nnc ,• k • , •
.
m village development programs
1
1
ty
) monitoring and supervising the activities
The ideas of respondents to accelerate windevelopment programs. 1 llage
122
( 1 )
( 2 )
(3)
(4)
(5)
( 6 )
(7)
( 8 )
improving villager motivation and sel f-rel ianreencouragmg villagers to participate and beinvolved in every steD of viiiano a i
programs
y P age development
r
t
ovono™anH
POSiti '/e ™ tual he,p or "gotong-y ng and cooperation y
to develop better division of labor and
responsibil ity
to develop
W
°r
king discipline and climate
etc 0
V °P 3 better Transportation system (road,
to improve and increase government support inrural development programs and activities
to improve community economic and livinq
standard y
123
Other Issues or Questions
701. The most satisfactory accomplishment as toldby respondents as RDC members.
( 1 ) none
(2) community participation in village development
programs H
(3) village development facilities
(4) sport activities
(5) farming technology
(6) husbandry/catti
e
(7) motherhood activities/training
^8) education
(9) problem solving activities
124
295
702.
703.
The main reasons to be an RDC member
:d
( 2 )
(3)
(4)
none/not clear
to develop his/her village
to be closer to village head/staff and othergovernment officials n
to gain and improve their knowledge and skills
The most unsatisfactory thinq
serving as a RDC.
that happened during
( 1 ) none/not clear
(2) RDC was not functioning yet
3) too much work/tasks
4) lack of knowledge to do the tasks(b) forced to be a RDC
(6) lack of activities
(7) did not get payment
125
126
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' RAINING PARTICIPANTS OF RDC
SUPPORTING COMPONENTS AT
VARIOUS LEVELS
( 1980/1981 to 1983/1984 )
AND
N o Province
01
02
.
03.
04.
05.
06.
07.
08.
09.
10 .
11 .
12 .
13.
14.
15.
16.
17.
18.
19.
20 .
21 .
22
.
23.
24.
25.
26.
27.
Aceh
North Sumatra
West Sumatra
Riau
Jambi
South Sumatra
Bengkulu
Lampung
Jakarta
West Java
^antral Java
Vogjakarta
East Java
Bali
East Nusa Tenggara
West Nusa Tenggara
West Kalimantan
Central Kalimantan
South Kalimantan
East kalimantan
North Sulawesi
Central Sulawesi
South Sulawesi
South East Sulawesi
Maluku
Great Irian
East Timor
National Trainers
RDC
450
960
750
360
450
510
360
540
360
1,860
2,250
720
2,466
600
870
450
510
360
480
360
450
300
900
510
330
390
240
Tech.
Assist.
Train -
ing
116
188
162
134
124
138
98
92
98
264
228
156
264
124
224
88
108
118
84
128
92
84
188
120
98
88
79
ing
76
96
102
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76
56
56
56
56
122
118
56
105
64
148
56
84
56
68
56
56
44
126
56
56
80
57
Dist-
trict
Train-
ers
Train-
ing
Prov.
Train-
ers
train-
ing
Nas
.
Train-
ers
Train-
ing
20 20
10 17
10 14
- 14 —
10 17 _
- 14 _
10 14 —
- 14 _
39 27 _
41 33 _
- 18 -
41 29 -
- 15 -
30 28 -
10 16 -
- 14 -
- 14 -
- 14 -
10 13 -
- 14 -
- 18 -
20 20 -
10 14 -
10 11 -
- 12 -
- 19 -
-
- 23
uource : Directorate ueneral of Community Development, Minitry of
Affair, February, 1984.
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267
43. Do you think that by joining an RDC you will
a better chance or position in the religious
community? ' y
have
yes no
Other comments
:
348
44. Do you believe that the religious leaders will bless
you for your services as an RDC member? To what
extent?
very high moderate
5 4 3 2
1 1
i
i
none
0
IV
. Organizational Climate
1 . How do you think and feel about the relationship
among RDC members?
very high moderate none
5 4 3 2 1 0
1
!
! |
i
,
349
401
How do you feel
?
2. Do LKMD members, other village staff or villagers
encourage or support you to develop your knowledge
or skills? To what extent?
very high moderate none
5
l
4
l
3 2
I I
1 0
l 1
Do you have opportunity to develop cl oser
relationships with other persons? To what extent?
very high moderate none
5
I
4
l
3 2
l i
1 0
i i
With whom?
403
268
Do you have the opportunity to develop your
now! edge/ski 1 1 s by serving as an RDC ?
i o what extent?
very high
5 4
moderate none
0
Lm/nr n?h
iSfie
?i
With the moral suPP° rt given byKMD or other village staff? To what extent?
none
1 0
very high
5 4
moderate
From whom?
404
405
5
'
RDC o? LKMD?
ee ' ab °Ut ^ Style °f leadershl P 1"
Who is the person? 406
To what extent:
the openness of the leadership is.
very high moderate none
5 4
• i
3 2 1
i i i
0
the flexibility of the leadership is.
very high moderate none
5 4
i i
3 2 1
< i i
0
the supportiveness of the leadership is.
very high moderate none
5 4
t i
3 2 1
i i i
0
i
Do you feel that you have enough opportunity to
implement your ideas through RDC/LKMD?
To what extent?
very high moderate none
5 4
i l
3 2 1
i i l
0
l
407
269
7. Do you feel that you have enough opportunitv to
extent?
^ thr°U9h RDC/LI<MD ? To what
8 .
very high
5
moderate
3 2 1
none
0
; i
Do you feel that other village staff/leaders ant
" " ct officials trust your competenc^nillage development programs? To what extent?
hi 9 h moderate
none
very
3
1 0
What competency'
408
409
9. Do you feel satisfied that
treatment or benefits with
To what extent?
you get equal opportunity,
other members of RDCs?
very high moderate
5 4 3 ?
What kinds of opportunities, treatments
benefi ts?
none
0
and
410
411
10. Do you have other comments about the climate of your
organization (LKMD/RDC/vi 1 lage office)?
V
. Reward Systems
1. Did you get any kind of appreciation or recognition
for your accomplishments as an RDC?
very often
5 4 3 2 1 0
1
!
!
I i
,
501
THE
ANNUAL
FAMILY
INCOME
OF
RESPONDENTS
IN
NGARINGAN
(NG
)
AND
KASEMBON
(KS
)
317
0
>
CO o
•H 4-> CO o 1 o4-J 0 LC CM cn o
co CL
r-H
e
cr
0 o
LT\ n o o
0 f-i cn a CM Is- LP\ 3CJ Li_ 2 H CM n cn o
i
X) cn m
•
.
• CO o o co a o4-> CL CMa a
aj
1
Q_
CO .
0 cr o n o n o
,r~“) 0 • .
a 0 cn o CM n lH
Ll. 2 rn rn
— CO cn n
4-4 CO o o CO Q o0 a cl CM
> CL
0 cr o n o n o
f—i 0 • • •
0 t-i o (Ml n n
cr L_ cn •—
H
r—i rn rn
o
o
o
o
a
o
a
o
o
>,
0 o
4-1 c
0 0
0
O cr
CO 0
J0 f-4
ct L_
co
cl
:
CT>
m
CM
n CM
CM
o
0
co
0 <—H CM rn n
a
;|
d)
!
3 o o >
O o 3 o
'
1 o o o 40
0 o 0
J0 n -—
1
CM
03
03 o c
c o o 4-J 0
o 69 0 4-1 4-4
cn H r—
1
0 00 o O 0
4-> 0) O i—4 r—
)
o o -4-J
0 n n o •v o
CM CM n >—4 CM t—
318
DESCRIPTIVE
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OF
THE
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DESCRIPTIVE
ANALYSIS
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FREQUENCY
OF
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CASE
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TABLE C-29
expected benefits from serving
AS RDC
( Item 024 )
330
TABLE C-30
EXPECTED PROTECTION / FAVOR
FROM GOVERNMENT
( Item 028 )
Code
no
.
Kinds of protection /favors
Ngaringan
case
Kasembon
case
Freq. % Frea. %
ii. • none/not clear 14 35.00 1 4.16
2. knowledge/skills 6 15.00 6 25.00
3. honoraria/any material and
financial support 11 27.50 1 4.16
4. security
,
power or authority 4 10.00 1 4.16
5 1 attention from government /
job 1 2.50 4 16.60
6 . guidance 7 17.50 0 0.00
7. village facilities 1 2.50 6 25.00
8. health' benefit plan 1 2.50 0 0.00
9. others 0 0.00 5 20.82
Total 45 112.50 24 100.00
331
TABLE C-31
'XPECTED PROTECTION / FAVOR
PROM VILLAGERS
( Item 033 )
Code
no.
|
Kinds of protection/favor
1
Ngaringan
case
Kasembon
case
Preg. % Fron o/
1 . do not know/ not clear 12 30.00 2
•
-0
8.33
2 .
:
experience / knowledge 1 2.30 0 0.00
3. ideal and moral support 19 47.50 l 4.17
4. participation, physical
help, etc. 12 30.00 20 83.33
5 # money
,
other material
appreciation 2 5.00 1 4.17
Total 46 115.00 24 100.00
345
TABLE C - 4
5
THE MAIN REASONS OF RESPONDENTS TO BE
RDC MEMBERS
( Item 125 )
Total
332
TABLE C - 32
expected better LIVING through serving
AS RDC
( Item 039 )
Code
no.
Kinds of better living
Ngaringan
case
Kaseombon
case
— Free % Ftdh <V
1. do not know/ none 17 42.50 0
•
/Q
0.00
2. economically and educationally
better
5 12.50 20 83.33
3. health benefit plan 4 10.00 0 0.00
4. farming equipment, tools,
and technology 2 5.00 1 4.17
5. social welfare 15 37.50 3 12.50
Total 43 107.50 24 100.00
333
TABLE C-33
expected possible position
THROUGH SERVING AS RDC
( Item 056 )
Code
no.
Possible position
Ngaringan
case
Kasembon
case
!
Erea. % Fron o/
1 •
j
none/ not clear 21 52.50 7
•
/Q
29.17
2.
|
as motivatior
5 12.50 3 12.50
~Z
as community development
.
pioneer
3 7.50 3 12.50
4
- as village leader/head
staff
9 22.50 9 37.50
5
.
prestige
1 2.50 2 8.33
6. farmer leader 1 2.50 0 0.00
Total 40 100.00 24 100.00
334
TABLE C - 34
EXPECTED KNOWLEDGE AND SKILLS
TO BE GAINED THROUGH RDC
( Item 062 )
Code
no.
Knowledge/skills
Ngaringan
case
KasemPon
case
Ereq
. % Frpn °z
1
.
l
none / not clear 1 2 . 50 1 4.16
2 handicraft/ life skills,
etc
. 5 12 . 50 3 12
. 50
3 . from RDC training 20 50.50 4 16
. 67
4 . rural technology/ appro-
priate technology 7 17.50 1 4. 16
5 . motivating techniques 11 27
. 50 10 41
. 67
6 . rural development programs 7 17
. 50 9 37.50
Total 51 127.50 28 116.66
335
TABLE C - 35
expected knowledge and skills to be
developed by joining rdc
( Item 066 )
4.
5.
6 .
7.
8 .
9 .
Knowledge / skills
none/ do not know
rural development
home economic skills/
knowleage
farming techniques
community motivation techniques
general knowledge
rural technology
budgeting
life skills
Total
Ngaringan
case
Free}. %
0 0.00
7 17.50
15 37.50
7 17.50
7 17.50
10 25.00
5 12.50
1 2.50
4 10.00
56 140.00
Kasembon
case
7
5
10
0
1
0
0
33
29.17
20.83
41.67
0.00
4.16
0.00
0.00
137.50
336
TABLE c -36
IDEAS THAT WOULD BE SHARED
through rdc activities
( Item 070 )
337
TABLE C - 3
7
expected REWARDS from god
BY SERVING AS RDC
( Item 081 )
338
TABLE C-38
OTHER COMMENT ON ORGANIZATIONAL
CLIMATE
( Item 103 )
Code
no.
Comments
Ngaringan
case
Kasembon
case
Ereq. % Frpn. %
0 . none / do not know 15 37.50 7 29.17
1 . i ' musyawarah" or discussion should
be held regularly 7 17.50 2 8.33
2. better approaches to villagers 6 15.00 0 0.00
~Z to develop knowledge and skills of
RDCs 2 5.00 1 4.17
4 . to get RDCs involved in rural/
village development activities 9 22.50 1 4.17
5. voluntary simplicity in living
style 2 5.50 0 0.00
/
o . RDCs should be united in action 3 7.50 2 8.33
7 • meetings among RDCs and LKMD members
and village heads/ staff should be
held 4 10.00 1 50.00
8. LKMD members should be RDC members 0 0.00 1 4.17
Total 47 177.50 26 108.33
339
TABLE C-39
RESPONDENTS' COMPETENCIES AS RECOGNIZED
3 1 VILLAGE HEADS AND SUBDISTRICT
ADMINISTRATORS
( Item 100 )
Code
no. Competencies
Ngaringan
case
Kasembon
case
h reg % Fren. °/
0. none / do not know 7 17.50 2A 100.00
1 • education, knowledge/skills 8 20.00
2. rarming skills/knowledge A 10.00
3 • handicraft/ home economic
skills 6 15.00
A. councelling / guidance A 10.00 __
J . motivating skills and rural
development 6 15.00
6. living standard 1 2.50 .
7. planning and its implements-
tion 9 17.50 _
8. security 1 2.50 _
9. sport and art 2 5.00 - -
Total A8 120.00 AO 100.00
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TABLE C - 40
EQUAL OPPORTUNITIES, TREATMENT, AND
BENEFITS RECEIVED BY RDCS
( Item 102 )
Code
no.
Opportunities, treatment or
benefits
T"
Ngaringan
case
-
Kasembon
case
Freo 0/ Frpn o/
0. none
3 7.50 3
/o
12.50
1
.
information
1 2.50 0 0.00
2. discussing/proposing ideas 17 42.50 14 58.33
3. skills and knowledge 2 5.00 0 0.00
4. community relationship/
communication 7 17.50 0 0.00
5. rewards / support 2 5.00 2 8.33
6 . treatment, instruction, tasks
and responsibilities 9 22.50 8 33.33
Total 41 102.50 27 112.50
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TABLE C - 4
1
RESPONDENTS' REASONS TO SUPPORT OTHER
VILLAGE DEVELOPMENT PROGRAMS
( Item 121 )
Code
no
.
Reasons
Ngaringan
case
Kasembon
case
Erea. % F v p n o/
1.
|
none/not clear 3 7.50
1 ^ * 7o
2. to gain new knowledge/
1
experience
1 2.50 _
3
.
for the benefits of
:
villages and villagers 11 27.50
4. tradition of mutual help
activities 11 27.50 _
__
5. supporting or giving
psychal work exchange 14 35.50 -
Total
— 41 102.50 -
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TABLE C - 42
OTHER' IDEAS OF RDCS FOR VILLAGE
development programs
( Item 122 )
Code
no.
Ideas Ngaringan
case
Kasembon
case
Frea. % Fran 0/
] none /do not know 22 35.00 24
,
/o
100.00
2. to encourage villagers in
village development program 11 27.50 0 0.00
3 to find resources and
financial support 3 7.50
4. providing educational support 2 5.00
to develop community res-
ponsibility in village develop-
ment programs 2 5.00 — _
6 . monitoring and supervising
of village development
activities should be conducted 1 2.50 - -
Total 41 102.50 24 100.00
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TABLE C -43
2 .
3.
4.
5.
o
.
9 .
RESPONDENT S
' IDEAS TO ACCELERATE
VILLAGE DEVELOPMENT PROGRAMS
( Item 123 )
improving villagers motivation and
self-reliance
-O incourage villagers to partic-
ipation and involved in rural de-
velopment programs and activities
to improve positive mutual help
or " gotong royong" and coopera-
tion among villagers
to develop better working division
and responsibility
to improve better working dis-
cipline and climate
to develop better cooperation and
collaboration among vertical and
sectoral institutions of government
to develop transportation system,
road
,
etc.
to improve and increase government
support in rural development prog-
rams
to improve comm' n
living standard
Total
economic and
12 30.00
12 30.00
5.00
2.50
10.00
17.50
2.50
5.00
2.50
41 102.50
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TABLE C- 44
the most satisfactory accomplishment
AS TOLD BY RDC
( Item 124 )
Code
no
.
Kinds of accomplishment
Ngaringan
case
Kasembon
case
Free
} . %
1 . none/ do not know 9 22.50
' M • /Q
2 . community participation in
village development programs 6 15.00
3. village development fasilities 11 27.50
4
. sport activities 3 7.50
5 . farming technology 4 10.00
6 . husbandary/cattle
2 5.00
7
. mother craft training 4 10.00
8. education
3 7.50 _
_
9
. problems solving activities 1 2.50 -
Total 43 107.50 -
Note = No answer from respondents of the Kasembon case
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TABLE C - 46
PROTECTION / FAVOR RECEIVED
FROM VILLAGERS
( Item 035 )
Code
Kinds of protection/ favor
Ngaringan
ca^e
Kasembon
case
no.
Freg. % Frea. %
0 . none 15 37.50 6 25.00
1 . ideas and suggestion 2 5.00 2 8.33
2. moral support and appreciation 4 10.00 4 16.67
3 participation, physical help,
etc
.
19 47.50 11 45.83
4. security 3 7.50 0 0.00
6 . other ( money, materials, etc.
)
2 5.00 1 4.17
Total 45 112.50 24 100.00
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TABLE C-47
RESPONDENTS' REASONS TO BE INVOLVED IN
IMPORTANT DECISION MAKING PROCESS IN
RURAL DEVELOPMENT PROGRAMS
( Item 045 )
Code
~
r
Reasons
Ngaringan
case
Kasembon
case
no
.
Preq. 0//o Freq. %
1 ' not clear/ not competent 12 30.00 6 25.00
2. for village community develop-
ment benefits 5 12.50 11 45.83
3 . the right of people: the
government should encourage
rural community participation 10 25.00 0 0/00
4. to let RDC know about rural
development programs 3 7.50 8 33.33
5. responsibility of government to
get RDC involved in decision
making process 11 27.50 0 0.00
6 . security 0 0.00 0 0.00
to be considered as an intel-
lectual persons 3 7.50 0 0.00
Total 44 110.00 25 104.16
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TABLE C-48
POSITIONS GAINED AFTER JOINING RDC
( Items 058 )
Code
no.
Kinds of positions
Ngaringan
case
Kasembon
case
Frea. % Frpn.
1
.
none / do not know 19 47.50 3 12.50
2. trust from villagers 1 2.50 0 0.00
3. getting important roles /
prestige 9 22.50 3 12.50
4. leader of LKMD/PKK/LMD or
village staff 8 20.00 9 37.50
5. planning work/ roles 3 7.50 10 41.67
Total 40 100.00 25 104.17
349
T ABLE C -49
SKILLS AND KNOWLEDGE DEVELOPED
DURING RDC MEMBERSHIP
( Item 064 )
Code
Skills/knowledge
Ngaringan
case
Kasembon
case
no
.
Freq. % Frea. %
0 . none/ do not know 3 7.50 1 4.17
1 . home economic skills/family
care 14 35.00 4 16 . 66
2. general knowledge /skills 8 20.00 1 4.17
3. motivating techniques 6 15.00 7 28.17
4. rural / approriate technology 6 15.00 2 8.33
5. art and sport 5 12.50 0 0.00
6. rural development programs 10 25.00 11 45.83
7. health care programs 1 2.50 0 0.00
Total 53 132.50 26 108.33
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TABLE C-50
RESPONDENTS' SKILLS AND KNOWLEDGE
SHARED IN VILLAGE PROGRAMS
( Item 068 )
Code
no.
Skills/knowledge
Ngaringan
case
Kasembon
case
Freg. % Freg. %
0 . none/ do not know 9 22.50 7 29.16
1 . general knowledge 12 30.00 0 0.00
2. handicraft, home economic
skills, family welfare 9 22.50 4 16.67
3. rural development programs 8 20.00 4 16.17
4. art and sport 6 15.00 0 0.00
5. environmental health care 4 10.00 0 0.00
6. rural technology 3 7.50 1 4.17
7
/ . social guidance/ work 2 5.00 9 37.50
Total 53 132.50 25 104.17
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TABLE C-51
RESPONDENTS' OPPORTUNITIES TO
SHARE THEIR IDEAS
( Item 075 )
Code
no.
j
Kinds of opportunities
Ngaringan
case
KasemPon
case
Freq. 0/7o Freq. %
i. none 10 25.00 7 29.17
2. at LKMD meetings 16 40.00 3 12.50
3. women activities/ meetings 11 27.50 0 0.00
4. sport and art activities 1 0 0.00
5. at visiting other villager/
programs 14 35.00 2 8.33
6. religius meeting/programs 2 5.00 I 4.17
7
.
village meetings 0 0.00 14 58.33
Total 54 135.00 27 112 . 50
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TABLE C - 52
REWARDS FROM GOD AS RESPONDENTS'
BELIEF
( Item 079 )
Code
Kinds of rewards
Ngaringan
case
Kasembon
case
no.
Frea. % Free
.
%
1 . not clear/ do not know 8 20.00 8 33.33
2. monotery rewards 11 27.50 1 4.17
3. family welfare 17 42.50 5 20.83
4. God's blessing/security 11 27.50 15 62.50
s motivating community easily 1 2.50 0 0.00
6 . any other return or get any
wish/ desire 2 5.00 0 0.00
T otal 50 125.00 29 120.83
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TABLE C-53
RESOURCES OF MORAL SUPPORT
( Item 092 )
Code
no
.
Sources
Ngar ingan
case
Kasembon
case
F r e q . % Freq . %
1 none 5 12.50
2. from LKMD members 21 52.00 -
from village staff/
head 18 45
. 00 -
Total 44 110.00 -
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TABLE C-54
RESPONDENTS' COMMENT CONCERNING
RELIGIOUS GROUPS/MEMBERS
( Item 083 )
Code
Comments
Ngaringan
case
KasemPon
case
1 IU •
Freg. % F req
.
%
1
.
not clear / none 20 50.00 7 29.17
2 . village leaders and religious
leaders should help the vil-
lagers ( be giving material
support and other ) 10 25.00 1 4.17
village staff and religious
leaders should work together
and develop mutual cooperation
to help villagers 11 27.50 4 16.67
4. the change of community attitude
toward RDCs and village develop-
ment programs 1 2.50 12 50.00
Total 42 105.00 100.00
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TABLE C-55
RELATIONSHIP AMONG RDC MEMBERS
( Item 086 )
Code
n n
Degree of relationship
Ngaringan
case
Kasembon
case
Freg. 0,/o Freg. %
i
.
fairly satisfied 6
-
"
15.00 _
2 . better/ satisfied 31 77
. 50 -
J • very satisfied 3 7.50 -
Total 40 100
. 00 -
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TABLE C - 56
WITH WHOM RESPONDENTS HAVE OPPORTUNITY
TO DEVELOP CLOSER RELATIONSHIPS
( Item 089 )
Code
no
.
Person
Ngar ingan
case
Kasembon
case
Freg % Freg
. %
i none/ not clear 12 30.50 _ _
2. with other villagers 8 20
. 00 - -
3- with other village staff 19 47
. 50 -
4 . with village head/
leaders 10 25
. 00
Total 49 122
. 50 -
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TABLE C - 57
REWARDS RECEIVED BY RDC
( Item 105 )
Code
no.
Kinds of rewards
Ngaringan
case
Kasembon
case
Fred. % Frea. %
1 • none 25 62.50 8 33.33
2. invited to join activities 2 5.00 0 0.00
T
appreciation 3 7.50 7 29.17
4. certificate 9 22.50 10 41.67
5. money 1 2.50 0 0.00
6 . other 0 0.00 0 0.00
Total 40 100.00 25 104.17
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TABLE C - 58
PROMISED REWARDS FOR RDCS
( Item 107 )
Code
no.
—
Kinds of rewards
Ngaringan
case
Kasembon
case
Freq
. % Freq
. %
1
1 . none 39 97 . 50 24 100
. 00
2 . money 1 2.50 0 0.00
Total 40 100
. 00 24 100
. 00
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TABLE C-59
UNSATISFACTORY ASPECTS OF SERVING
AS VOLUNTEER FIELDWORKERS
( Item 126 )
Code
No
.
Aspects
Ngaringan
case
Kasembon
cese
Frea
. % F req
. %
]_ . none/ not clear 24 45.00 20 83.33
2. RDC did not function 10 25.00 4 16.6/
3 . too much work 2 5.00 0 0.00
4. lack of knowledge or direction
to carry out the tasks 2 5.00 0 0.00
sy . forced to be RDC 2.50 0 0.00
6. being not invited to any
activities 1 2.50 0 0.00
7. lack of fasilisties/do not
get payment/honorarium 1 2.50 0 0.00
Total 42 105.00 24 100.00
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FIGURE D-3
THE APPROPRIATE TECHNIQUES .TO
PARTICULAR BEHAVIOR OUTCOMES
Behavioral outcomes
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Number
of
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lecture x
‘
T
o
television X
X Z
-z
motion picture X X
a
x
X
x A
debate X y 9
dialogue X X 2
symposium X x 2
panel X 1
colloquy X x 2
interview X 1
group interview X 1
slide film X x 2
recording X 1
discussion
book based X 1
socratic X 1
problem solving X 1
experience sharing X 1
group center X X 2
guided X 1
role-play X X X X 4
games X X X X 4
critical incident process X X X 3
in basket exercise X 1
audience participation X 1
reading X 1
demonstration X X X 3
dramatization X X X 3
case study/method X X 2
participative case X 1
action mazes X X 2
non-verbal excercises X X X 3
skill practices exercises X 1
drill X 1
T-group X X X 3
coaching X X 2
case discussion X 1
exhibits X 1
trips X 1
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FIGURE D-4
OPERATIONAL MODEL
STEPS IN DECISION MAKING
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From John D. Ingalls (1973). A Trainers guide to andragogy
( Revised edition). Washington : U.S. Departement of Health Education
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